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This thesis studies the cultural influences on collective 
action. More specifically, it examines how cultural values 
affected the mobilization process in the Cathay Pacific 
Airways strike in 1993. It does so by synthesizing 
resource mobilization theories and new social movement 
theories, especially the micromobi1i z at ion perspective. 
The Cathay cultural values are embedded in the pre-existing 
social relationship established among the staff members. 
These values foster a sense of unity, self-discipline and 
a cooperative working environment among Cathay staff. The 
effects of culture are then investigated at two levels. 
The first level is the authoritarian management style of 
Cathay Pacific over its staff and its influence on the 
development of the so-called "Corporate Culture" on one 
hand and the various social ties, from which a sense of 
"Team culture", developed among the staff members on the 
other hand. This sense of "Team Culture11 provides a 
significant solidarity basis for the strikers. The second 
level is the relative importance of the flight attendants' 
identities derived from these 11 cultures" , on their decision 
to strike. It concludes that social movements are more 
than, and hence cannot be understood solely as, planned, 
strategic collective actions. What inspires and motivates 
a social movement can be a commitment to an idea or a 
sentimental attachment to cultural values. 
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Objective of research 
Hong Kong is renowned for its peaceful industrial 
relations v Compared other western countries which are 
frequently plagued by industrial disputes, Hong Kong has 
fewer problems in maintaining harmonious relations between 
employers and employees. Probably because of this, the 
importance of Hong Kong's strikes is always downplayed. 
In fact, the so-called "industrial quiescence" thesis has 
been, and still is, the dominant interpretation of Hong 
Kong industrial relations. 
If we examine the number of strikes since the early 
1980s, we find that despite the changing structure of Hong 
Kong's economy and the growing activity of labour unions, 
there is a marked decrease in strikes or similar activities 
(Table 1) . In 1981, there were 49 reported strikes. In 
1985, the number had decreased to 3 cases. At the 
beginning of 1990, there were 15 reported strikes. The 
number of workers involved in strike in 1981 was 6100 
workers, while in 1985 only 400 workers were involved. In 
1990, about 4200 workers were involved in strikes. 
Table 1 Number of Strikes 1980-1991 
Year 80 81 82 83 84 85 86 87 88 89 90 91 
No. 36 49 32 11 11 3 9 15 8 10 15 5 
Source Annual Reports of Labor Department 
The above data lends support to the "industrial 
quiescence" interpretation. But no matter how accurate 
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these data are, they can only reveal one facet of the whole 
picture. From the above data alone, there is no way for 
us to understand other important aspects, namely the 
situational context in which the strikes took place and the 
deep-seated changes Hong Kong labour movement has been 
undergoing since the late 1980s. Quantitative measures 
tell us nothing about the nature of strikes or the 
particularities of different strikes. 
r
 According to some researchers, the Hong Kong economy 
is experiencing a fundamental restructuring. As a result 
of the opening of China, many manufacturing processes have 
been moved ta China. One natural corollary of this is that 
many factories either closed down or laid off surplus 
labourers. Contradictions between employers and employees 
sharpened and industrial disputes are bound to occur. 
Towards the end of the 1980s, although the number of 
strikes did not see any significant increase, the number 
of non-strike disputes showed a progressive increase (Levin 
and Chiu 1993). 
When we compare the frequency of strikes in 
manufacturing and non-manufacturing sectors (Table 2 & 3), 
.it is clear that more strikes can be found in the non-
manufacturing sector than in the manufacture sector. 
Moreover, the working days lost in non-manufacturing 
sectors are far greater than those in the manufacturing 
sector (Table 4) representing the longer duration and 
greater influence of strikes in the service sector than in 
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the manufacturing sector. It is quite evident that the 
service industry is more strike-prone. More importantly, 
recent strikes in the service industry have affected more 
people in the society than any of those in the 
manufacturing sector. To name but a few, bus services on 
Hong Kong island were grounded to a halt when China Motor 
Bus Company's drivers held a strike in 1986; the well-
organized strike launched by the staff of China Light Power 
Ltd. and later, the strike staged by Cathay Pacific 
Airway's flight attendants caused chaos to air service in 
the busy New Year season in 1993• These strikes impressed 
us with theiif scale and repercussions. These large scale 
and well organized strike in the service sector can warrant 
an investigation of the mobilization processes involved. 
Table 2 Number of Strikes bv Industry, 1980-1989 
Year Manufact- Utilities Wholesale Transport & Other 
uring & & Retail Communicat- Service 
Construct- ion 
ion 
&0-84 106 29 13 18_ 2 
85-89 19 10 8 2 4 
Source Unpublished Reports from Hong Kong Labor Department 
.Table 3 No. of Strikes in Manufacturing and Non-manufacturing 
Sector, 198 0-1989~ 
Year 80 &1 82 83 84 85 86 87 88 89 
Manu. 34 30 31 5 6 3 4 6 3 3 
Non- 18 21 5 11 8 2 8 9 5 7 
Manu. 
Source Unpublished Reports from Hong Kong Labor Department 
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Table 4 Working Davs Lost in Manufacturing and Non-Manufacturing 
Sectors. 1990-1993 
Year 90 91 92 93 
Manu. 3082 _£ 337 546.5 
Non-Manu. 413 202 2959.5 15657.5 
Source Data from Hong Kong Monthly Digest Statistics, February 1994 
When we refer to developments in Hong Kong's labour 
activities (strikes and industrial disputes) in the 
manufacturing sector and more noticeably in the service 
sector, we have to consider the qualitative aspects 
involving the nature of the mobilization process of these 
strike, and not only the "quiescence" dimension of Hong 
Kong strikes. Some strikes still exhibit a high level of 
mobilizing and organizing power. Hence, we cast our focus 
on mobilizing and organizing power involved in strike which 
cannot be gauged by the number of strikes and the number 
of people involved. In this thesis, the writer will use 
the case of the 1993 Cathay Pacific strike to analyze the 
process of mobilization. 
The "Myth" of Labor Peace in Hong Kong 
On the basis of the official data, scholars of Hong 
Kong's industrial relations have adopted different 
'approaches to explain the peacefulness of industrial 
relation. Three main approaches can be found the first 
concentrates on the role of state, the second is more 
market-oriented and the third culturally oriented. These 
approaches seek to explain why the ttong Kong labor movement 
is immature. The main shortcoming of these approaches is 
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that they tend to overlook the development of strike 
contexts and the interaction patterns among strikers or 
between strikers and tiie authorities. When we focus on the 
study of specific strikes, their rather linear accounts are 
obviously inadequate. 
The first approach argues that industrial peace in 
Hong Kong depends on the role of the state and Hong Kong 
Government's "laissez-faire" policy. The underdeveloped 
industrial relations in Hong Kong is a product of the 
colonial administration. The colonial government has put 
little effort on the protection of workers. Deyo (1981) 
asserts that the Hong Kong government is an "exclusionary" 
political regime that has played an important though 
indirect role in promoting enterprise-level corporatism and 
labor control. "Labor discipline" stems from employment 
relations mainly at the level of firm, where "the small 
firms are dispersed industries, Hong Kong have sustained 
a measure of continuity in localized authority structures 
rooted in personal networks of community, family and 
enterprise without substantial direct state invention" 
(Deyo 1981:195). 
• In contrast to most advanced countries, the Hong Kong 
government is not doing enough in protecting workers or 
promoting unionism. The Hong Kong government has made no 
serious attempt at improving labor legislation. New labor 
laws came in a piecemeal manner. Accordingly, Ng (1982) 




towards labor legislation was "voluntarism.. a philosophy 
which has held as sacrosanct an official respect for the 
autonomy of the parties at employment, so that private 
transactions and activities in regulating industrial 
relations as well as upgrading labor standards, performance 
and productivity were also, regarded more efficacious and 
superior to state provisions and directions. The 
assumption tends to prevail that the official state lever 
supplements, rather than substitutes, voluntary actions in 
the private arena" (Ng 1992:2-3)• This voluntarism means 
firstly that government treats legislation as unimportant 
secondly that the state acts at most as the 'mediator' and 
third that legal enactment is secondary to bargaining 
between employers and workers. As England remarked, Hong 
Kong is a 'highly industrialized society with an under-
developed system of industrial relations' (England 1971)• 
The low representation or participation rate of trade 
unions and the absence of institutionalized systems of 
collective bargaining were indicators of this 
underdeveloped industrial relations. From the government's 
viewpoint, the role Qf unions is to 'make the pie first 
• then come to fair share' (Chai 1993) . Adhering to this 
principle, the government has played a fire-fighter role 
in the sporadic and typically emotive disputes between 
employers and employees (Chai 1993). 
Combining with labor's political exclusion is the 
development of , labor-intensive, especially exported 
6 
. Chapter One 
oriented industries in Hong Kong. These industries tend 
to attract a "hyperproletariat" -- mainly young and 
unorganized female labor. Following this line of 
interpretation, Turner maintains that industrial 
fragmentation into primary and secondary sectors inhibits 
the development of stable, homogeneous proletarian 
communities. Protests among workers in these industries 
tend to be short-lived, poorly organized, largely 
defensive, and easily contained (Turner 1980) . The 
informal relations in small scale enterprises avoid the 
direct confrontation between employers and employees. 
Individual acts and social action become unimportant in 
this approach as individuals are portrayed as 
unknowledgeable automatons• The second approach, the 
market perspective, explains industrial relation as a 
response to economic conditions and views social action as 
emerging from a utilitarian calculus. A market approach 
is commonly characterised by the assumption of economic 
rationality and sees the atomized individual as the crucial 
economic actor. Chiu (1993) demonstrated that the market 
is the dominant factor determining worker's very decision 
-to protest. He regarded Hong Kong as a 'poorly 
institutionalized' and a market dominated setting. This 
structural perspective has overemphasized the influence of 
objective, external factors on human action. Humans in 
this view are being treated merely as machines without 
subjective consciousness, spirit or history. However, 
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human action is constituted by 'meaning' that participants 
attribute to action and all human action is mediated by a 
subjective 'worldview' (Sabel 1982). This subjective 
worldview is constructed through the interaction among 
workers' perception of their work, the influences of pre-
existing social networks and also encounters with the 
authority. 
Another criticism of the market approach is by England 
and Rear (1975) who focus their study oil Hong Kong workers' 
orientations to work. They claim Hong Kong work values are 
basically instrumental. The workers are also willing to 
tolerate authoritarian management if the reward is 
sufficiently high to offset their grievances* However, 
human action is socially embedded so that human behavior 
and institutions are constrained by the ongoing networks 
of interpersonal relations (Granovetter 1992) . The 
transformation of consciousness is an ongoing, continuous 
process of construction and reconstruction during 
interaction in interpersonal networks (Granovetter 1992)• 
Hence, economic models cannot account for the impact of 
social networks, that is, concrete social relations are 
-absent from market models. 
The Culturalist approach sees action as subjective in 
nature and structure as merely the aggregation of 
meaningful interactions. Action is explained as a 
collective enactment of beliefs and values or of shared 
cognitive structure. Similarly, Chinese workers' attitudes 
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and practices are described as Confucian -- the self-
discipline of workers* the loyalty to superiors, the 
preference for patrilineal relations, etc. These are 
explained as the outcomes of a Confucian belief system. 
This model is often actualized in detailed, close-up 
examinations of people going about their action and working 
together in organizations. Society is not just an 
epiphenomenon and organizations are not just instrumental 
byproducts of the pursuit of economic activities. Rather, 
society provides the very means by which organized action 
can be sustained -- common understanding, social value and 
rewards, ideologies of work and management. 
Hong Kong's workers are characterized as "disciplined 
workers" (Deyo 1981). Most of them have experienced 
'deprived' treatments like unpleasant physical environment, 
dangerous and unsanitary conditions, inadequate workplace 
safety appliances, long working hours for low pay, poor 
welfare benefits, and job insecurity caused by arbitrary 
firing as well as work alienation (England and Rear 1975 
Levin 1990) • Even then, few of stock redress of their 
grievances directly.. 
. The "hyperproletariat" or "disciplined" workforce in 
Hong Kong, comprised of mainly women and new immigrants, 
represents a demobilized labor force. According to Salaff 
(1986), these women feel attached and responsible to their 
family but not to their jobs. Hence, their identity 
originated from their family, -overriding the significance 
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of their work. When problems arise or when they encounter 
maltreatment from the management at work, they normally 
quit their job and rarely organize themselves against their 
employers. The influence of Confucianism shapes workers' 
inclination to forsake confrontation against employers 
since Confucian cultural values stress harmony and 
cooperation. Hpwever/ culture, in this sense, is 
relatively static. How can we explain the emergence of 
collective action at a particular historic moment? 
Culture, in this model, is too much a background factor. 
The above three approaches to the study of Hong Kong's 
industrial relation tend to be structural and to emphasize 
"external" factors. These structural approaches neglect 
the subjective views of the workers towards collective 
action as well as the situational contexts (interactions 
among different actors in the strike) of the strike. The 
complicated web of social relationship and the formation 
of collective identities can only be reflected in the whole 
development process of the strike. As mentioned, strikes 
in Hong Kong, especially those in service sector, are 
larger in scale and more influential. The above approaches 
.are inadequate for studying especially the nature and 
interaction patterns among actors during strikes. Thus, 
the research question should now be turned into how do the 
workers come to act collectively? 
Resource Mobilization Theory vs New Social Movement Theory 
10 
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Currently, there are two main approaches to explain 
why collective action happens the Resource Mobilization 
theory and the New Social Movement theory. Each of these 
theories has a vast literature, although the former has a 
longer history than the latter. 
The resource mobilization theory (RM), as the name 
suggests, is concerned with the availability of resources 
and how resources influence the choice of protest tactics. 
The whole theory is predicated on two important 
assumptions. Firstly, resources come from internal and 
external organizational structures . Secondly, human actors 
are rational beings and they will calculate the cost and 
benefits of taking collective actions. Resources from 
internal organizational structure refers to such resources 
as a mature and well-established trade union or labour 
organization, the strength of workers' networks, and 
leadership. Resources from external organizational 
structure can include external help by political or 
lobbying groups and favourable legislation. Once the 
organizers of the labour activities obtain some or all of 
these resources, they would calculate very carefully how 
-these resources could be organized to achieve their 
objectives. 
If we apply this theory to the study of the Cathay 
Pacific strike in 1993, it means that we have to look at 
the strength and organization of the Flight Attendants' 




leaders and whether there is any external support which 
would help promote and substantiate their cause. 
In sharp contrast to RM, the New Social Movement (NSM) 
theory analyzes labour activities from a micro-level 
perspective. Instead of seeing actions a result of, inter 
alia, the availability and mobilization of resources, NSM 
theorists focus on identity, value and consciousness which 
make a collective action possible (Melucci 1980, Brand 
1982, 1987). 
To put it simply, NSM theorists argue that as people 
develop values common to the group to which they belong' 
they will readily identify themselves with the group. The 
result of this identification process is that a "we" 
consciousness gradually comes into being and hence the 
formation of a collectivity. It is important to note that 
these people not only forsake their own individuality but 
also their own personal values and beliefs in favour of 
those of the group. 
Another important point of the NSM theory is that 
unlike RM theory which treats grievances and identity as 
constant factors, NSM theorists think that these factors 
•are capricious and actions are highly responsive to 
changing grievances. In other words, once there are any 
changes in these factors, that is, identity, grievances and 
external circumstances, changes in either the objective or 
direction of a particular collective action is bound to 
occur. As Melucci argues, "social action is never a given 
12 
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fact. It is always socially produced. Within the 
boundaries of certain structures, people participate in 
cognitive, objective and interactive relationships and 
creatively transform their own social action and to a 
certain extent their social environment as well" (Melucci 
1989:197). 
If we are to apply this theory to the Cathay Pacific 
strike of 1993, we have to look at the relationships among 
staff, how their daily contacts had fostered a common 
identity among them and the unique situation of the time 
which spurred the staff to action. 
Application of RM and NSM to the Cathay Pacific strike -
a preliminary survey 
To understand the causes of the outbreak of collective 
action, two sets of questions should be pinpointed firstly 
the availability of resources, such as unions, and 
government agency and secondly, the form or content of 
collective identity prior to the process of mobilization. 
According to RM theory, the availability of various 
internal and external resources would make possible the 
successful organization of an action. In this context, it 
means that if there was a well-established FAU, a capable 
leadership and external support, a strike could occur and 
vice-versa. 
Turning first to the role of FAU, the union played a 
significant role in allocating the resources, for instance, 
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arranging a crew lounge for meetings, preparing 
refreshments-tor the striking cabin crew, planning tactics 
and organizing communicators for coordination. Moreover, 
the power of FAU is potentially great since the union is 
recognized by the company. From past experiences, the FAU 
was keen on using its collective strength to pressure the 
management • 
However, during my interviews, a different opinion was 
expressed. As suggested by some interviewees the leading 
role of the union in this strike should not be 
exaggregated 
… f r o m my view point, the functions of the FAU 
are more or less preparing leisure activities, 
circulating information of the company by 
publishing monthly newsletters . That's all It 
is just like a symbol representing the flight 
attendants. The mission of fighting for our 
interests falls on ourselves. 
If the role of the union was not so effective, then 
what were the stimuli that motivated and sustained 
collective action for it is obvious that more and more 
flight attendants joined at the later stage of the strike. 
Regarding external resources, government legislation 
and the attitude of the public were also not very conducive 
to the emergence and continuance of a strike. As exponents 
of the "industrial quiescence" interpretation argue, the 
Hong Kong government does not actively protect workers or 
promote unionism. As a matter of fact, in the heat of the 
strike when both the management and the staff could not 
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find a way to climb down, the Labour Department did not 
even try to make any concrete efforts to mediate between 
the two sides, let alone to amend the relevant sections of 
existing legislation to protect the flight attendants' 
right to strike. 
Finally, despite their great sympathy towards the 
cause of the flight attendants, the public and various 
political groups could not provide any useful support for 
them. In fact, as the strike lingered on and more and more 
passengers were affected, public sympathy was moving away 
from support for the flight attendants. Therefore, no 
matter how much political groups had criticized the Cathay 
Pacific management and the government's inaction, there was 
nothing they could do except to bark, e.g., no boycott was 
waged-against the company. 
To sum up, the organizational structure of the FAU and 
the external environment were therefore not very conducive 
to collective action. Given the above mentioned 
limitations, the resources that organisers and participants 
could manipulate were greatly limited1. It follows from 
this that the 1993 strike should never have happened. But 
the fact is that it did happen and the scale was 
surprisingly large. Thus, the RM theory is of limited 
value for analyzing the 1993 strike. By focusing too much 
on organizations, power and the availability of resources, 
1In this study, there still have a puzzle whether the organizers 
are the union activists but it should have to remind that most of 
organizers are the senior pursers• 
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this theory neglects the dynamism generated by personal 
values, group identity and the situation. 
In fact, one very unique characteristic of the 1993 
strike was that human factors, especially inter-personal 
relationships, had a great bearing on the making and 
development of the strike. To understand this point, NSM 
theory seems to be offered a more satisfactory approach 
than the RM. As has been mentioned, NSM theory is 
concerned with how individuals from diverse backgrounds 
come together to forge a common identity and form a group. 
A study in this direction may help us understand why 
despite many unfavourable external and internal 
circumstances, the flight attendants still managed to 
organise a large scale strike. More importantly, this 
approach can also explain the emergent character of the 
strike. It should be stressed that the 1993 strike was 
never the result of various strike ingredients merging 
together. The unique situation of the time and the 
response of both participants and non-participants are 
factors totally ignored by RM theory, but are extremely 
important in determining the outbreak, development and 
outcome of the strike. Therefore, in this thesis, I am 
going to use the NSM theory, and more specifically, the 
micromobilization perspective (which I shall elaborate in 
Chapter Two) to study the 1993 Cathy Pacific strike. 
Methodolocry and sources 
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This thesis stresses the analysis and application of 
various theories to a case study but it does not mean that 
the facts of the strike are neglected. Sources used in 
this thesis can be categorized into two types primary-
interview materials and secondary sources such as company 
documents and newspapers. The major primary source is in-
depth interviews conducted with the flight attendants. I 
was able to interview two flight attendants on the spot and 
six others several months after the strike (Appendix 1)• 
Although the number of interviews is limitied, the 
information collected from these interviews is still 
valuable because at least gives some clues on what had 
happened in the company. 
Organization of the study 
This study consists of seven chapters. In the 
following chapter, I will explain in greater detail the 
various theories that will be applied to my case study. 
Chapter Three describes the setting and background of the 
strike. In Chapter Four, the organizational structure of 
the Cathay Pacific Airways and the pre-existing social 
relationships inside the company will be examined to 
demonstrate how they can throw light on the 
micromobilization process of the strike. This is followed 
by an examination of the development of the strike from a 
micromobilization perspective in Chapter Five, with a 
special focus on the influences of the company culture at 
17 
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the earlier stage of the strike. Chapter Six will examine 
the influences of the emergent strikers' culture at the 
later stage of the strike. The concluding Chapter Seven 
comments on the applicability of the various theories 
employed in the study to the Cathay Pacific strike. It is 
hoped that through this exploratory study readers will 
better understand not only the Cathay Pacific strike but 




Beyond Resource Mobilization 
Introduction 
Studies on social movements basically ask the question 
of "what most mobilizes most people in pursuit of common 
concern" (Fuentes and Gunder Frank 1989)• Social 
psychological theorists answer question with a heavy 
emphasis upon the emergent character of collective 
behaviour and social movements. Killian and Turner's 
"emergent norm" (1972,1986), Kornhauser's "mass society" 
approach and the "relative deprivation" approach by 
Davies, Gurr constitute the so-called collective behavioral 
school2. In essence, the focus of these approaches remains 
on the atomized individual. Ultimately, the impetus to 
collective action has to be sought at the micro level with 
the individual as the appropriate unit of analysis. 
Macropolitical and organizational dynamics were underplayed 
(McAdam McCarthy and Zald 1988)• 
2
 Collective behaviour theorists tended to emphasize the role of 
emergent norms and values in the generation of social movements. For 
mass society theorists it was the feelings of "alienation and anxiety" 
engendered by "social atomization". Relative deprivation theory took 
its name from the psychological state thought to trigger social 
protest. 
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This collective behavioral school was quickly 
challenged and replaced by the collective action school 
which highlights the macropolitical and organizational 
aspects of social movements. The new theoretical 
perspectives which subsequently emerged are the (resource 
mobilization and political process models. Resource 
mobilization theorists tend to emphasize the constancy of 
discontent and variability of resources in accounting for 
the emergence and development of insurgency (McCarthy and 
Zald 1973 and Oberschall 1973). (The principal goal is to 
understand how emergent movement organizations seek to 
mobilize and routinize the flow of resources which ensures 
movement survival J Tilly's polity model especially casts 
attention on how the political environment facilitates 
collective action. 
The Resource mobilization perspective dominated the 
research trend on social movements since the early 1970s. 
The works of McCarthy and Zald (1973, 1977), Gamson (1968, 
1975), Oberschall (1973) and Tilly (1978) offered an 
alternative approach to the collective behavioral school. 
However, the proliferation of new social movements such as 
the womens movements and green movements called for the 
study of ideological, cognitive and cultural issues in 
collective action (Buechler 1993)3. Hence, issues of 
3
 They viewed collective actons as processes of formation, i.e. 
they study collective actiona form of activity by which individuals 
create new kinds of social identites. All social life can be seen as 
a combination of actiona nd construction, forms of practical activity 
and ven unconsciously, social action is conditioned by the actors' own 
20 
Chapter Two 
meaning construction and of structural inequalities that 
are unprobleniatic in the resource mobilization paradigm 
gained increasing attention. In this chapter, I will first 
examine the resource mobilization approach briefly and 
criticallyAfter outlining its limitations, I will adopt 
the mi c r omob ilization perspective to study the 
interactional relationships among the participants in the 
strike. These micromobilization events, by articulating 
an interpretation of events and grievances, are critical 
to the emergence of collective action. That can help to 
analyze conscious-raising and solidarity forming during the 
strike. 
Resource Mobilization (RM) Theory 
The breakthrough of the RM approach was based on a set 
of simplifying assumptions that placed the study of social 
movements clearly within the instrumentalist and 
utilitarian tradition. : Individuals are rational in 
participating in social movement. ^'Resource mobilization 
theory emphasizes that social movements are organized 
activities that form a normal part of process of social and 
political life rather than being an aberration and symptom 
\ 
of disorganization" (Ferree and Miller 1985:35) (They are 
"normal, rational institutionally rooted, and political 
challenges by aggrieved group" (Buechler 1993)^) In other 
words, RM approach stresses on 'objective' variables such 
frame of interpretation. 
21 
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as organization, resources, interests, opportunities and 
strategies to cope with large-scale mobilization (Cohen 
1985) • Thus, rationality and organizations are the key 
concepts in this perspective. 
The unit of analysis of resource mobilization 
perspective is movement organization (Morris 1984) . It is 
important in the recruitment of participants and it 
increases the chances of success (Gamson 1975)• The 
crucial task of these organizations is to mobilize 
resources and establish control over resources such as 
money and people for organizing, building constituencies 
and selecting leaders. Hence, it is different from that 
of the psychological processes by which individuals come 
together to form crowds, groups and collectivities (Ferree 
1985) Morris's analysis (1984) of the emergent phase of 
the civil rights movement stresses the strength and breadth 
of indigenous organization. Parallel with Morris's ideas, 
McAdam (1982) links the emergence of the civil right 
movement to institution building in the black community 
that afforded blacks the indigenous base of organizations. 
Based on these studies, one would expect that the greater 
the density of social organization, the more likely the 
social movement will develop. 
The basic assumption of this rational and normal 
perspective stems from Olson's Logic of Collective Action. 
(Individuals are self-interested, and they calculate the 
costs and benefits in decision making processes /) Rational 
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actors will participate in collective actions, not by the 
collective interests and the public goods, but because of 
the selective incentives "that operate, not discriminately, 
like the collective good, upon the group, as a whole, but 
rather selective toward the individuals in the group" 
(1976:151). This explanation is consistent with the idea 
that grievances are not sufficient for the rise of social 
movement and are being treated as an ubiquitous condition. 
I Hence,(^it is not the discontent or injustice that pushes 
individuals to act, but the existing incentive structure?) 
In short, this 11 instrumentality11 contends that individuals 
choose what they view as the most efficacious way to 
express their grievances. This mobilization process became 
the central problematic of this paradigm by asking where 
are the resources available for the movement, how are they 
organized, how does the state facilitate or impede 
mobilization, and what are the outcomes (Morris and Mueller 
1992) 
Although sharing the same basic assumptions, various 
resource mobilization theories differ in some respects, 
ranging from strictly individualist, utilitarian logic of 
pure rational actor to the organizational entrepreneurial 
approach and the political conflict model of Tilly, 
Oberschall and Gamson. (^ Among the resource mobilization 
theorists, McCarthy and Zald make simplifying assumptions 
of rationality and propose that individual actors each have 
a schedule of preferences that guides their choice of 
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action in the direction of greatest personal reward. They 
suggested tha£ a "social movement is a set of opinions and 
beliefs in a population which represents for changing some 
elements of the social structure and reward distribution 
of a society" (McCarthy and Zald 1977:1217) . In other 
words, selective incentives motivate collective actions 
Oliver (1984) suggests that different kinds of people 
participate more or less in collective action in accordance 
with what they believe others will do. She identified 
three general factors concerning predictions about others' 
behavior. The first two are the basic economic factors of 
interests and costs and she concluded that larger 
contributions will come from people who value more on 
neighbourhood collective goods or who experience lower 
costs from their involvement in action. The third factor 
is social ties established among group members. Oliver 
worked on the relationship between cost calculations and 
the numbers of people involved in actions• 
Another resource mobilization theorist, Tilly 
(1975) , puts the analysis of social movements in more 
structural contexts. For example, ^he attributes strike to 
the effects of industrialization, arguing that the strike 
as prototypical "modern" form of collective action is made 
possible by the ecological concentration of large numbers 
of economically homogenous workers in large factories^ 
(Shorter and Tilly 1974): As Tilly explained, 
"urbanization and industrialization … a r e by no means 
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irrelevant to collective violence. It is just that their 
effects do not work as.. [traditional] theories say they 
should. Instead of a short-run generation of strain, 
followed by protest, we find a long-run transformation of 
the structures., of collective action" (Tilly and Tilly 
I 1975). (^n Tilly's polity model, the structure of the 
polity has played a critical role in determining the 
characteristics of protest actions because it defines the 
channels through which the challengers can express their 
indignation. In other words, the outcomes of movements are 
critically shaped by the larger political environments in 
respect of the position takeij by political elites and. other 
established interest organizations. Tilly distinguishes 
the objective form and subjective interests of groups but 
I he remained vague on where subjective interests arise ^  
(1978:60-62). 
In fact, Tilly's own historical work suggests that the 
construction of group identity, the recognition of shared 
interests, and the creation of solidarity within and 
between groups can no longer be treated as givens. These 
are achievements that should be included as such by the 
actors involved in these processes. 
In general, the analytical framework of resource 
mobilization depends on the analysis of two kinds of 
resources internal and external. Thus, it seeks to 
understand how different elements converge in activating 
specific forms of collective actions. Internal resources 
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are the pre-existing networks, the most effective 
organizational structures, leadership and the strategies 
that best achieve gains and minimize effects of social 
controls. Hence, the level of analysis falls on movement 
organizations (McCarthy and Zald 1977). The crucial task 
of these organization is to mobilize resources (money, 
people devoting their time, leaders etc.) and establish 
control over resources• External resources are those 
outside organizations and structures that can be mobilized 
to contribute to the success of the movements. 
Blind spots of resource mobilization theory 
Where have the actors gone? 
Undeniably, cost and benefits certainly play a role 
in generating movement support but the translation of 
objective social relationships into subjectively 
experienced group ‘ interests is also crucial in building 
movements. Because of the resource mobilization approach's 
emphasis on the 'structural potential' of mobilization, it 
tends to neglect the subjective meanings that people attach 
to their situation. ("Actions have to be viewed as an 
interplay of aims, resources and obstacles, as a purposive 
orientation which is set up within a system of opportunity 
and constraints" (Morris 1992:32)^/Hence, this purposive 
orientation depends on the different interpretation and 
responses from actors.) It is the actor that tries to 
26 
—• ,. I' * .. 
Chapter Two 
formulate, reformulate, produce and reproduce different 
perceptions on using resources. 
B (This shortcoming is seen in the fact that grievances 
in resource mobilization theory are treated as static and 
I ubiquitous /) Responding to different situations or climate 
in collective action, participants will adopt various 
appropriate demand^ or grievances for resisting opposing 
forces on the one hand and maintaining the participant 
pools on the other. However, grievances and discontents 
are subject to different interpretations among various 
individuals and social organizations. Hence, a simple 
explanation of action is not enough in the study of dynamic 
context in collective action. Klandermans argued that "in 
M _ 
reality, movement goals are ambiguous and open to challenge 
and easily disagree among the participants. In this 
situation, not a rational reconstruction but only a 
contextual interpretation of actors' practices, values and 
objectives can help to understand the pattern of collective 
behavior" (1984:585). 
The inadequacy of this simple rational reconstruction 
is further elaborated In the work of Snow et al • They 
discussed framing and reframing process of participants 
during collective actidn. Four framing process are 
introduced bridging, amplifying, extension and 
transformation. The framing process is facilitated by 
aligning actions which refer to "largely verbal efforts to 
restore or assume meaningful interaction in the face of a 
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problematic situation" (Snow et al• 1989). Hence, during 
a strike, different actions are being framed by actors in 
interaction with different encounters. In short, actors' 
decisions to participate are based not only on the 
calculation of cost and benefits but are influenced by a 
complicated and interactive nexus of social relations. 
Recent researches qarry out by Walsh (1983) Useem (1985) 
and Opp (1993) further address the importance of the 
changing nature of grievances during collective action in 
mobilizing people to participate. These observations 
buttress the contention that what is at issue is not merely 
the presence ot absence of grievances but the manner in 
which grievances are interpreted and the generation and 
diffusion of those interpretations. Echoing the arguments' 
Gamsorr points out that grievances, expectations and the 
calculation of costs and benefits of action are socially 
constructed within a collective context. 
Therefore, Snow and his associates tried to link 
social psychological and structural considerations in the 
studty of movement participation. Frame alignment is 
typically an interactional and ongoing accomplishment. As 
t-hey commented, "too much attention is focused on 
grievances per se, to the neglect of the fact that 
grievances or discontent are subject to differential 
interpretation, and the fact that variations in their 
interpretation across individuals, social movement 
organizations and time can affe-ct whether and how they are 
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acted upon" (Snow et al. 1989) . Their work can help to 
bring back the role of actors and the process of 
interpretation or interaction with other people in 
collective action. 
r 
Morris and Herring (1988) argued that first, the actor 
v 
is socially embedded in terms of groups identities and is 
rooted in social networks second, social locations 
intersect and overlap in providing cultural materials that 
are drawn upon by a meaning constructing actor who 
participates with others in interpreting a sense of 
grievances, resources and opportunities and third, a new 
model based on Shared fate replaces the free-rider paradox 
as the central problematic to be explained. The attachment 
of meaning by actors to the situation is the main focus in 
I studying social movements. J 
Participant Recruitment — Organizations and Networks 
According to the resource mobilization perspective, 
the reason for participating in collective action is shaped 
by the calculation of costs and benefits, hence group 
networks become one of the most important stimuli for 
action. In other words, their study focuses on the 
"intimacy" of their network the more actors are connected 
with the group, the more likely they will participate in 
collective action. In the same vein, this understanding 
disregards the nature of these group network. Networks 
frequently function to structure movement recruitment and 
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growth, but they do not tell us what transpires when 
constituents and bystanders or adherents get together. An 
examination of the nature of those encounters and the 
interactional processes involved would tell us about how 
social movement organizations and their constituents go 
about the business of persuading others, effecting switches 
in frame. According to the resource mobilization approach, 
movement organization is the "entrepreneur" that pools the 
participants. It overemphasizes the function of 
organization but neglects the role of followers and their 
interpretation. "Movements are not macro-subjects who 
behave according to the standard of instrumental, purposive 
rationality" (Kitschelt 1991). 
In this sense, participants become more active when 
they >favourably interpret the participant movement 
organizations along three dimensions role, organizational 
attractiveness and meaning. A^hen participants see a role 
for themselves in the organization, find the organization 
to be an attractive one, and discover that important areas 
of meaning in their lives intersect with these areas which 
the movement organizations define as meaningful, they are 
l-ikely to donate time to the organization^) As Snow et al. 
put it, "motives for joining social movement organizations 
are emergent and interactional rather than prestructured" 
(Snow et al. 1986:466). It is on the issue of how people 
interpret organizations that is important; for their 
participation. As Melucci writes, "social action is never 
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a given fact of certain structures, people participate in 
cognitive, objective arid interactive relationships and 
creatively transform their own social action and to a 
certain extent their social environment aa well" 
(1989:197) •, 
More importantly, the changing nature and relation of 
the networks serve as a signal for the challenge of 
hegemonic or human domination culture (Morris 1992). 
Morris provides such a link in his treatment of the sources 
of political consciousness conditioned by race, gender and 
class. He argues that such consciousness and grievances 
identified are constructed and shaped by the combination 
of specific group experiences of domination and inequality 
and of influence from the powerful hegemonic culture of the 
wider society. For instance, working class consciousness 
is the workers' response to class domination gender 
consciousness is a response to male domination etc. All 
fall in the same sociological domain each is a form of 
consciousness oriented toward either the maintenance or the 
overthrow of a given system of human domination. As Morris 
put it, an important "research agenda is to explore the 
interlocking nature of relevant systems of domination and 
the varieties of consciousness that flow from them, with 
a view to understand how they affect collective action" 
(1992:361). 
In essence, resource mobilization theory remains 
remarkably uninterested in how the participants view 
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themselves and their allies in struggles. These questions 
are central in much of the work being done under the rubric 
of "new social movement11 theory where such questions are 
approached through the concept of collective identity, 
consciousness and solidarity (Cohen 1985 Melucci 1985' 
1988, 1989) . This study next focuses on the process of 
collective identity formulation during collective action. 
Identity-Oriented Paradigm 
Contemporary collective actors consciously struggle 
over the power to construct new identities, to create 
spaces for autonomous social actions and to reinterpret 
norms and reshape institutions. It becomes incumbent on 
the theorists firstly to look into the processes by which 
collective actors create identities and solidarities they 
defend secondly to assess the relations between 
adversaries and the stake of their conflicts and thirdly, 
to analyze the structural and cultural development that 
contribute to such heightened reflexivity (Cohen 1985). 
Reflecting on the shortcomings of resource 
mobilization theory, the new social movement theorists cast 
the focus on the problematic of collective identity, 
consciousness and solidarity in collective action. The 
main emphasis is to examine the meaning and orientations 
of protesters in collective action. Cohen (1985) suggested 
three central problematics in collective action collective 
identity, consciousness and . solidarity• Collective 
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identity means how individuals' sense of who they are and 
how one becomes engaged with a definition shared by co-
participants (that is who 'we' are) . Solidarity is how 
individuals develop and maintain loyalty and commitment to 
collective actors. Consciousness is how the meaning that 
individual gives to social situations becomes a shared 
definition implying collective action. As mentioned, 
actors are the active agents in collective actions, they 
have capacities to interpret the meanings to their action. 
This tells more about how cultural and social factors shape 
the protestors' pattern of behavior. Thus the formation 
of identity and consciousness cannot be examined only in 
terms of the availability of resources but must also 
i -
consider the interactive roles among the participants 
during collective actions. 
Starting from the discussion based on collective 
identity, Taylor and Whittler (1992) reconfirm that the 
identity construction process is crucial to the 
interpretation of grievances in all forms of collective 
action. They identified three analytical tools boundaries 
(social, psychological ahd physical structure between a 
challenging group and dominant group) consciousness (the 
interpretive frameworks that emerge out of a challenging 
group's struggle to define and realize its interests and, 
negotiation (the symbols and everyday actions subordinate 
groups use to resist and restructure existing systems of 
domination) * Hence, the study of collective action should 
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be a dialectical process with the interlaying role of 
boundaries, consciousness and negotiation. It is the 
string of tactics adopted by both the opposing challenging 
and dominant groups. It is crucial to note that none of 
the paradigms (such as new social movement theories) denies 
the importance of organizations, social location and the 
calculations of costs and benefits by movement actors . But 
the question is how actors translate objective social 
relationships into subjectively experienced group 
relationships . 
Snow and his associates have been most influential in 
identifying strategies by which activists in social 
movement organizations, link their "schemata of 
interpretation" to the existing cultural frames of 
potential supporters or targets of influences. As 
mentioned, they identify aligning framing process, that is 
the various verbal efforts in encounters for motivating 
different participants. “ Collective action frames are 
situated within the relatively short life of the movement 
or cycle of protests and within the historic dimensions of 
political cultures such as societal mentalities and public 
discourse. Moreover, the multiple meanings and levels of 
analysis associated with collective identities are explored 
as they arise in both the strategic and the more 




In short# as the main argument in this study goes, 
collective identity is a social construct linking the 
individual, the cultural system and the organizational 
carrier of the movement. Social movement participation is 
examined as a potentially transformative experience in 
which subjective definitions of self become linked to a 
shared social construct of exacting loyalty and commitment 
to the movement. 
Collective identity is embedded in three layers 
(Gamson, 1991) the organizational level, movement level 
and solidary4. The most important is how personal identity 
can be transformed into Collective identity. This 
transformation signifies the strength of loyalties in 
complying with the movement collective identity. To what 
extent, people may ask themselves, is the collective entity 
worth personal sacrifice and how much should it take 
priority over the needs and demands of everyday life. 
Every external attack is a test, forcing participants to 
consider whether the group deserves their loyalties and 
whether it is worthwhile to be involved. Thus a linear 
explanation on the formulation of collective identity is 
inadequate on the ground that different levels of identity 
are constructed during collective action. 
4
 The organization layer refers to identities built around 
movement carriers -- union or party. The identity of peace activists 
often does not rest on any particulat movement carrier, since many 
support different efforts at different moments while subordinating all 
carriers to their broader movement identity. Solidary group identity 
is constructed around people's social location, for example, as 
workers or as black women. 
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Hirschman (1970) argued that loyalty leads people to 
choose voice rather than exit as an option when they are 
dissatisfied. The process of the creation of identity 
occurs through collective interaction itself, within and 
between groups. The salient feature of the new social 
movement theorists is not only that of bringing the focus 
on how the participants engage in expressive action or 
assert their identities but also of how the participants 
have become aware of their capacities to create identities 
and to utilize their power relations in their social 
construction (Cohen 1985). 
Melucci (1989) has an especially rich discussion of 
identity issues built around the concept of "collective 
identity". He suggested that the construction of a 
collective identity is a negotiated processes in which the 
'we' involved in collective action is elaborated and given 
meaning. He identified three levels of explanation of 
collective action firstly, individuals participate in 
collective action because they belong to a specific social 
sector secondly, resource mobilization paradigm concerns 
the availability of specific resources to individual who 
engage in calculation about the costs and benefits of 
involvement and thirdly the psychology of individual 
commitment which is often underestimated and sometimes 
forgotten. Yet, it is fundamental because individuals 
ultimately participate for highly personal reasons, and not 




collective actors invest an enormous quantity of resources 
in the on-goirig game of solidarity. Thus the on-going 
process of construction of a sense of 'we' can succeed for 
various reasons, e.g. because of effective leadership, 
workable organizations or a strong reserve of expressive 
action. But it can also fail. The task is to understand 
how and why the game of solidarity succeeds or fails. This 
implies collective identity is an on-going process, is 
cumulative and is learned during the course of collective 
actioti. 
In a word, the formulation of collective identity 
covers an on-going process. It is created around the re-
interpretation of norms and serves as a symbol to challenge 
the pre-existing norms. Thus, expressive action cannot 
give an adequate account of the problem of identity it 
misses the normative component of shared social identity 
and also excludes the strategic dimension of conflicts• 
Touraine (1985) suggested two analytical levels for 
studying social movements first, the elaboration of theory 
of the structural and cultural dimensions and second, an 
action-theoretical analysis of the 'conflictual, processes 
of identity formation in collective actions. He defines 
social movements as normatively oriented interactions 
between adversarieB with conflicting interpretations and 
opposed societal models of a shared cultural field. These 
conflictual processes forge strikers' identity and move 
against the opposed collectively. 
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In addition, according to Touraine, strategic action 
is only barely social and relational. Of course, it 
involves taking into account others^ likely calculations 
within the rules of the game, and it entails interaction 
in this minimal sense. But strategic calculations exclude 
explicit reference to a common cultural field or to 
structured social relations between actors. "A strategic 
concept of change entails the reduction of society to 
relations between the actors and particularly to power 
relations, detached from any reference to social system… 
There are not stakes in the social relation and there is 
no field other" than the relation itself" (Touraine, 
1981:56). The pure identity model corresponds to the 
defensive behavior of actors who resist their reduction to 
the status of powerless dependent consumers of imposed 
change through withdrawal into countercultures or through 
refusal of innovations that threaten existing privileges 
and the cultural integrity of groups. 
In short, the investigation of collective identity in 
collective action should be concerned with two dimensions 
firstly, the on-going process of collective identity 
formulation and secondly, the creation of meaning and 
interpretation among the strikers who are immersed into 
their cultural configuration. 
Micromobilization as the breakthrough 
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The collective identity and solidarity of the strikers 
stem from their cultural contexts or cultural 
configuration5. Cultural configuration means their 
(participants) norms and values in the situation of 
collective action that shape the meaning of their 
participation. Thus, this culture means that the involved 
employees begin to assume the habits of the cultural values 
that are manifested in their ianguage forms, in their 
inter-personal interactions and in their sentiments towards 
the company. Borrowing from the lens of micromobilization 
approach, such practices or culture can be reflected from 
the network of groups and informal associations which are 
the product of their cultural values. Hence, 
L -
micromobilization is critical to the emergence of 
collective action because it provides the framework for 
articulating interpretations of events and grievances with 
these cultural values. 
According to Gamson, "micromobilization concerns the 
interaction mechanisms by which individuals and 
sociocultural levels are brought together .... illuminate 
the operation of face-to-face encounters and group 
dynamics" (Morris 1992:71-72). Drawing from a wide range 
of research documenting the importance of preexisting 
5
 Cultural context or culture configuration here refers to the 
norms established in the daily interactions of the participants. 
These daily interactions shape the attitudes of the participants and 
also help to forge their own sense of identities. 
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network group ties for movement formation, they view 
informal networks held together by strong bonds as the 
"basic building blocks" of social movement. Still missing 
is an understanding of the way these networks transform 
their members into political actors (Taylor and Whittler 
1992). 
"Micromobilization examines the microevents that 
operate in linking individual and sociopolitical levels in 
the operation of identity, solidarity and consciousness 
process (Gamson 1992). It is social psychological in its 
attempt to understand the social interaction and group 
processes involved in collective action. The k y concept 
is the mobilizing act words or deeds that further the 
mobilization process among some set of potential 
challengers. Micromobilization contexts (Gamson, Fireman 
and Rytina 1982) focus attention on social construction 
processes and the commitment of individuals to the 
collective identity of the movement. The focus on primary 
group interactions (Snow et al• 1990; Morris 1981; McAdam 
1988) adds a conceptualization of the way in which 
informal, face-to-face interaction affects the 
micromobilization processes, especially the context in 
which actors construct meanings and make commitments. 
Mueller elaborated four dimensions of the 
micromobilization theory. The first is the centrality of 
face-to-face interaction for the processes of transforming 
hegemonic meanings and group loyalties. The second is the 
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symbolic support for and resistance to enduring patterns 
of dominance arid inequality in the interactional routines 
of everyday life“ The third is organizational linkages 
between microlevel interactions and larger structures of 
community and organizational networks. The final dimension 
is conflicts as a critical dynamic in the reconstruction 
of cultural meaning and groups loyalties. The evolving 
micromobilization concept encompasses a variety of contexts 
in which face-to-face interaction is the social setting 
from which meanings critical to the interpretation of 
collective identities, grievances and opportunities are 
created, interpreted and transformed. It also focuses on 
the way group loyalties and commitments to the movement and 
its organization are reinforced. Moreover, these processes 
of face-to-face interaction recur throughout the life of 
the movement • 
Gams on, who has developed a rather detailed discussion 
on the process of micromobilization in his book Encounters 
with Unjust Authority, criticizes resource mobilization for 
its blindspots about social psychology. To understand 
events, one must analyze bbth the collective action of the 
challengers and the social control efforts of their 
authority targets. The course that the social movements 
followed is a product of this interaction. Since the 
, process of mobilization involve questions about the 
development of individuals' committnents to collective 
entities, about the flow of influence and communication in 
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interpersonal interaction, and on group process and 
persuasive communication, he suggests the study should 
centre on encounters (a focused gathering). In these 
encounters, participants will have their common focus that 
mark the beginning of various mobilization contexts. 
According to Gams on, different mobilization processes 
can be highlighted in different encounters, namely, 
recruitment meetings, internal meetings, encounters with 
mass media, encounters with authority. Recruitment meeting 
is the context in which the challengers attempt to gain 
adherents while internal meetings focus on which strategies 
of mobilization or influence should be pursued. Hence, 
issues of generating and maintaining commitments are 
highlighted. Encounters with mass media is the context in 
which the media create and maintain a supportive climate 
for further action. From these encounters, we can find 
that the process of mobilization is not simply a question 
of whether people have or do not have resources. It is the 
dramatic confrontations that shape the behavior of the 
participants• 
In essence, according to Gamson, micromobilization is 
not only the context in which collective identities and 
action frames are constructed but also the locus where 
loyalties are created that contribute to the solidarity of 
the organizational carriers of the movements. Primary 
groups based on relationships of face-to-face interaction 
are the key to social movement survival, especially in 
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situations where tactical failure requires the creation of 
new programs and strategies to incorporate the lessons 
learned from past defeats-
Face-to-face interactions not only form the building 
blocks of larger aggregations and organizations but also 
serve as the social context in which hegemonic belief 
systems are broken down. A necessary context for 
redefining the cultural inheritance of the socially 
embedded actor is the face-to-face interaction of the 
informal group where grievances, resources, and 
opportunities as well as ) ideologies and symbolic 
representations of collective identities can be constructed 
and transmitted. 
By analyzing different face-to-face interactions and 
primary group interactions, we can explicate the influences 
of cultural values (the Cathay corporate culture and the 
camaraderie feeling among the strikers). 
Concluding Remarks 
Recognizing an alternative theoretical account of 
collective action, I will link this with the empirical data 
in the following chapters. From the theoretical 
stimulations, insights dan be drawn to analyze three 
dimensions of collective action. The first is the role of 
grievances in changing the attitudes of the strikers. This 
is in contrast with RM Theory which treated as a given 
fact. The second is the cultural meaning of social 
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relationships established among the strikers. This 
cultural value in turn, set some norms for its members and 
influence the attitudes and perception of its members. The 
third is the emergent character of identity formulation 
especially when the dominating identity was under 
challenges. This "new" identity is created when the 
strikers reconstruct their situations and interpretation 
during their collective action. 
Forms of Grievances | 
In the Cathay strike, the workers' demands shifted 
B' ^^ H^ 
from wage issues to protecting workers' right to strike. 
As Cathay is known for its authoritarian management style 
and the staff exhibited high level of self-discipline, the 
changing form of grievances, from a family affair to a 
societal affair, symbolized the dwindling of the strikers' 
loyalty towards the management. 
Cultural Formation of Social Network 
The sense of loyalty in Cathay is actually generated 
from various interaction patterns between the strikers and 
the management and also among the strikers themselves. The 
essence of unity, self-discipline and cooperative working 
cultures are all embedded in this pre-existing social 
relations. The group members have to obey, either 
consciously or subconsciously, these norms. It is 
especially important because the group members perceive 
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their “appropriate" roles under the framework of these 
norms • 
Attempting to move a step forward from RM theory, the 
writer not only probes into different kinds of social ties 
formed among the members but also puts special focus on the 
function of the hidden mechanism, in my terms their 
cultural values, of these social ties. 
Identity Formation 
Identity, the subject of the study of NSM approach, 
is the product of cultural configuration. In the case of 
the Cathay strike, the identity of the flight attendants 
is shaped by the company but this feeling is restored by 
the subordinate team culture -- the camaraderie feeling of 
the flight attendants. Thus, these different identities 
are formulated during the different contexts of the strike. 
The process can show us a transformation of the sense of 
"we" during the strike. In essence, this transformation 
is responsive to their cultural configuration which 
provides a common belief for the justification of the 
strike. This on-going strike context can be best 
il-lustrated by the micromobilization approach that tells 
more about the interactive dimension of actors in different 
encounters or situaLtions. 
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The Cathay Strike: 
Background, Grievances and Confrontation 
The role of grievances in generating social movement 
participation is one of the most debated issues in social 
movement literature. In deprivation and relative 
deprivation theory, grievances lead to more participation 
in a social movement. By contrast, the resource 
mobilization theorists argue that grievances are ubiquitous 
and cannot explain social movement participation. However, 
more recent contributions to the debate bring grievances 
back into social movement participation by claiming that 
grievances are important but their effects depend on social 
structures. In this chapter, I argue that grievances may 
increase social movement participation, and if individuals 
get involved in participation, further grievances may arise 
and these "new" grievances will in turn attract more new 
recruits to social movements. 
. The New Social Movement holds that grievances are one 
very fundamental factor spurring a person to action. If 
we look at the history of Cathay Pacific, it is not 
difficult to find that staff grievances over wages and 
conditions of employment had. been the main causes of 
industrial actions and strikes.• A similar situation was 
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found in the 1993 strike. But this time the scale was 
larger and the strike also lasted much longer. 
The 1993 strike was unique relative to past industrial 
actions in Cathay Pacific in two senses. On one level, the 
grievances of the staff were "greatest" this time. In 
fact, to the flight attendants, their dissatisfaction was 
about more than just wages and conditions of employment. 
There were some other "important" issues which they thought 
had caused considerable concern, On another level, we find 
that the 1993 strike was a product of a more sophisticated 
mobilization process. In other words, undeniably, the 
strike were able to grow stronger and endure longer because 
the leaders or the organization was able to mobilize more 
actors to support their cause. This thesis, however, not 
only examines the resources available for action but also 
the hidden mechanism that reinforces participation in the 
strike. To be more specific, my focus is on the cultural 
configuration in Cathay that leads to the justification and 
legitimization of the strike. The interpretation of 
grievances throws light pn how the employees lost their 
sense of loyalty and trust to the company at the later 
stage of the strike. 
Sources of grievances 
Before analysing the various grievances of the Cathay 
Pacific staff, it is necessary to point out that the 
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dispute between the management and the staff emerged 
against a background of recession in the world air service 
industry. Since the late 1980s', the world air service 
industry was hard hit by the economic recession in America 
and major European countries. In 1990-91, major airlines 
had lost a total of 6 billion HK dollars. It was expected 
that there would be a further drop of 2 billion dollars 
in 1992. Cathay Pacific managed to maintain a profit of 
$1,26 billion, or 13.3 percent growth compared to 1991. 
Despite this, Cathay's management still felt the pressure 
to cut costs to increase competitive power as some of its 
competitors could operate in a favourable environment of 
low cost and low inflation. Even for the Hong Kong market, 
competition was keen. There are currently 32 international 
airlines serving Hong Kong, providing scheduled passenger 
and cargo services to virtually every part of the world. 
In the face of all this, a meeting attended by all CX 
senior managers was held in November 1992 to discuss the 
annual budget and cost-trimming measures which inevitably 
affected the salary adjustment of the staff, employment 
conditions and even necessitated layoffs. 
The following Tables 1-2 show the profit rate and the 
unit operation cost of Cathay for the years 1987-93. 
Table 1 The consolidated net profit_Q£_Sathav Paci£ic^irwaYE 
I year 87 88 89 90 91 I 92 [93 
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Profit in HK$ 2.1 2.8 3.3 3.0 2.98 3.0 2.2 
(in billion) ———======! 
Sources Cathay's company reports, 1987-1993 
Table 2 Unit Operating Costs 
Year 86 87 88 89 90 91 92 93 
HK$/ATK 2.19 2.19 2.4 2.6 2.7 2.8 2.75 2.6 
* 
Source Cathay's company reports, various years 
* ATK -- Available Tonne Kilometre 
In can be seen that while unit operating costs were 
increasing, the consolidated net profit decreased 
drastically between 1992 and 1993. According to the 
company's reports, a large share of the capital of Cathay 
was allocated t:o buying new air-buses and also preparing 
new routes‘ To cope with increasing operating costs' the 
company therefore had to tighten its budget. 
The Wage Issue 
According to the new cost-cutting pay system, the 
salaries would be increased by six per cent plus an 
additional cash allowance of only $150. This salary 
adjustment was far lower than the traditional nine per cent 
rise. After calculating, the inflation rate, it meant that 
there was actually a real negative decline. As a crew 
member, Liza, commented 
It's disappointing about how the management 
treated its staff. We hope that Cathay can 
stick to its traditional or original operation 
which will guarantee all staff a reasonable cost 
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Employment Conditions 
A dispute had been brewing between Cathay Pacific and 
the FAU over the manning system since 1989 • The union 
maintained that the number of flight attendants had not 
kept pace with the expansion of service. It even accused 
the company of embarking on a deliberate policy of cutting 
cabin crew members. The manning level had been a problem 
since 1989 and came to a head in 1992 when Cathay increased 
its number of scheduled flights by 1,&53 from 13,138 in 
1991 to 14,991 in 1992. However, the staff size over the 
same period showed an increase of only 191. 432 attendants 
were recruited in 1991 and 623 in 1992. However, 321 
resigned in the same year. The airline's growth obviously 
outpaced, the growth of manpower. 
On this, FAU leaders felt that the company was 
determined to reduce flight attendant numbers. And by 
arranging for fewer people on standby duties, the chances 
of flight attendants working out-of-position increased, 
meaning more flight attendants had to perform extra work 
which should not normally be done by their rank. Hence, 
the senior rank had to act down to do the junior work while 
the junior was "upgraded: to do the senior work. Senior 
pursers were often asked to perform the duties of junior 
posts. Many staff were dissatisfied with this arrangement. 
Understaffing also meant increasing working hours. 
The normal flying hours of a Cathay Pacific flight 
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attendant should be 72 a month but crew members always 
worked to 90 a month. FAU leaders further complained that 
in 1992, Cathay had operated 63 understaffed flights in 
September, 56 in October, 13 in November and 74 in 
December. As a result of this additional workload, 
working hours were going up all the time and the number of 
staff reporting 
sick also increased. 
When talking about the manning level shortage, a cabin 
crew staff, IIi, showed her anger 
The capacity of manning level is far below the 
passenger. Although the management have 
recruited more staff when compared with the 
past, it still cannot catch up with the level, 
that means we have to work longer hours and the 
workload is much heavier. 
She went on to give an example of how the staff 
shortage affected her 
For instance, last month, when I'd done the 
flight to Taiwan, I expected a short break after 
that as usual. However, the company requested 
us to serve the flight back to Hong Kong also. 
The problem is serious especially on the short 
haul flights. 
Another cabin crew, Lisa agreed 
From the FAU newsletter, the number of missing cabin 
crew6 every month grows steadily. It was acute in 
December, with 74 missing cabin crew. I really don't 
know the actual reason for this, it may be due to the 
IB .¼ . v , 
6
 The standardized number of Cathay Pacific flights attendants for 
the Tristar is 15, 17 for the 747-200, 19 for the 747-300 and 17 fcpr 
747-400. The trend is for the number of flight attendants serving in 
each flight to shrink. Missing crew are mainly due to resignation or 
reporting sick. 
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company recruitment's policy, or because there are 
many crew reporting sick. 
Apart from wages and working conditions, another move 
by the company in 1992 further shook the confidence of the 
staff. In that year, the company began to move some of its 
operations to mainland China. After the Hongkong and 
Shanghai Bank further reduced its shareholdings in the 
company to approximately 10%, these shares were 
subsequently sold in equal proportion to China National 
Aviation Corporation and China Travel Service (Holdings 
Ltd.), two PRC related entities. At the same time, the 
company established an airline information processing 
company called Guangzhou GuoTai Information Processing 
Company Ltd in Guangzhou. It would initially perform 
revenue accounting work previously done internally in Hong 
Kong. The new company would have some 270 staff members 
and operations started by mid-February 1993.7 
From the management's perspective, the transfer of 
part of the company's operation to China was meant to cut 
costs and increase competitive power. However, the staff 
interpreted the move in an extremely negative light. 
Rumors were spreading that the company intended to retreat 
from Hong Kong after 1997. Cindy commented 
Many believed that the company was trying to 
maximize profits by selling a majority share to 
Chinese management contract which accounts for 
7 
Information is from the company repoirt and the Wardley card. 
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22.5% of t;he airline. If you are a profitable 
organization and now suddenly start to reduce 
cost and increase profits with 4.5 years to go 
before Hongkong reverts back to Chinese rule . . • 
What conclusions would you make? 
This "rumor" had shaken the staff's confidence in 
the management and added fuel to their discontent. 
Contests between the staff and the management 
To resolve their contradictions with the management, 
the Cathy staff began to take some actions in December 
X992. In fact, the Flight Attendants' Union and other 
Cathay staff had rich experience in bargaining with the 
Cathay Pacific management as illustrated by the following 
table 
I • 
Table 3 Industrial Conflicts in Cathav Pacific Airwavs since 1979 
II Year Participants Objectives . 
1979 Flight Attendants better pay and 
~ working conditions 
— — 
•, 
1981 Ground Staff better pay and 
working conditions 
1984 Ground Staff 1500 ground staff 
took part in the 
fight for better 
wages and overtime 
\ allowances'. The 
dispute lasted for 40 
hours. 
1992 Pilots
 c Pay rise and better 
‘ working conditions. 
500 pilots refused to 
I accept the benefits 
offered by the 
management 
1993 Flight attendants As analyzed above. 
The strike lasted for 
17 days 
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It can be seen that the disputes between the company 
and the staff were mostly about salary and working 
conditions. Once the staff felt that they were unfairly 
treated, they were never shy about making their grievances 
known to the management. If negotiations failed, industrial 
actions ranging from sit-ins to strikes would be used. For 
instance, in the 1979 dispute, the matter was peacefully 
resolved when the management agreed to increase pay and 
reduce flying hours of flight attendants. In 1984, however, 
a strike was launched. The ground staff refused to report 
for duty and managerial staff was needed to man the check-
in counters. The dispute was eventually ended by a secret 
deal between the two sides. 
I 
I Through these incidents, the Cathay staff, and the 
Flight Attendants' Union in particular, had learnt much 
about how to contest with the management. In fact, the FAU 
I •
was familiar not only with the organization of action but 
also with the employment of tactics and mobilization of 
resources. A chronology of the 1993 strike is provided 
below. \ 
Confrontation in Action 
Prelude to the strike ——the Work-to-rule Campaign (Nov 
1992) — — — 
In November 1992, the flight attendants began their 
first action --- the work-to-rule campaign. The FAU 
explained that they had decided to take action because the 
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Flight attendants Management & Government 
Nov 92 FAU threatened limited 
industrial action from Dec 
1, later deferred to Dec 
7, if management did not 
agree to improve 
understaf f ing ^ 
Dec 7 The FAU started work-to-
rule campaign -
Dec 12 3 first class pursers were 
suspended for refusing to 
act out of position by 
following the FAU 
instruction. They were 
summarily dismissed on Dec 
14 
Jan 13 FAU declared full scale 29 striking cabin crew 
strike at 10 pm. Their were issued with 
complaints were a. suspension' notice from 
persistent refusal of the the management 
management to review 
understaff, b. refusal to 
reinstate the three 
dismisses cabin crew c. 
refusal to adjust the 
annual pay rise according 
to the past practices- (6% 
instead of the inflation 
rate 9-11%) 
jan 14 Several hundred flight Chartered flights were 
attendants picketed contracted to take over 
outside the CX the delayed flights 
headquarters at the Kai 
Tak Airport. Flight 
attendants returning to 
work were escorted by the — 
management staff. Many 
flights were canceled or 
delayed. 
jan 15 Submission of the 3 Conciliation attempted by 
demands. Solidarity the Labor Department 




Jan 16 First round of negotiation 
up to midnight ended in 
deadlock. 
jan 17 Negotiation failed after Secretary for Education 
two days meeting. Meeting and Manpower stated the 
between management and the role of the government as 
CX Local Staff Union to a mediator 
alleviate the frustration 
and workload problems of 
the ground staff 
Si …\ __ _.“_';_:_r'_ _>:__ ' _ _ j'‘…“ . . •  • •‘ ' 
IJan 18 FAU described this action Management made an appeal 
1 as ^emotional blackmail'. to FAU to suspend the || strike for one week. All 
the profits for the next 
/ ‘ 7 days would be donated 
I . to the Community Chest. 
I Details of suspended 
flights or chartered 
I flights were broadcasted 
I in local radio by the , 
. . management 
Jan 19 Counter proposal by the 
FAU to donate money to 
I Community Chest if 
I management reached 
agreement with the union 
jan 20 FAU appealed for the re- Management advertised an 
I opening of negotiation open letter to 
I ‘ ~ ‘ shareholders, setting out 
its position and 
I objections to the FAU's 
I action 
Jan 21 Second round of 
I negotiation broke down. 
I Management conceded to the 
I three demands but insisted 
I to insert the clause of 
I disciplinary action' 
1 against those actively 
I involved in the strike -
Jan 22 - B y 1 am, one thousand 
I flight attendants slept 
, ,outside the Governor 
I House, demanding the 
I governor to mediate in the 
I dispute. Procession of 
!| FAU members in Central and 
I Tsim Sha Tsui to rally 
I support from the public 
I - The third round of 
negotiation broke down as FAU refused to sign the vidtimization clause' as I a pre-conditi n of settl e t - Th  H g KongConf dera on of TradUn ons (CTU) penlyu port d the strike and ssist d o ap a fori e national darityJan 23 N g d s e p-inc i u . M r  oc l and 1| c s fr m var ogroup . he CTU called for consumer boyc tt u tilthe ma ag m t de hevic miza on claus iI agree nt
jan 24 The fourth round of Management issued a 
I negotiation had no deadline circular to all 
j progress. Emergency strikers, saying crew not 
p meeting of FAU members. registered by then for 
I Formation of the Coalition the Feb roster would have 
I in Support of FAU strike, their contracts frozen 
I launching a signature and need to apply in 
campaign writing for further 
I duties. 
jan 25 The fifth round of Management accused 
I negotiation broke down. outside interference of 
Strikers and supporters the dispute 
I took part in a solidarity 
I march in Hong Kong Island. 
(J Strikers moved their vigil 
!j outside the Governor House 
I to the Central Government 
I Offices 
jan 26 The sixth round of 
negotiation broke down, 
I . FAU lodged their complaint 
If to the Legco. 
j| Advertisements of FAU. and 
j management positions in 
I the newspapers 
Jan 27 - Meeting with 
I Commissioner of Labour by | the Legco members, 
I demanding speedy 
t settlement 
I - The seventh round of 
I negotiation with no 
agreement, The eighth 
I meeting resumed by 10 pm 
j a n 28 _ Negotiation broke down Management declared 90% 
J by 2 am. Emergency flight attendants signed 
meeting of FAU. Several. on for work 
I key activists stepped down - Legco members upset by 
-Procession of flight the Commissioner of 
I attendants to the Swire Labour for refusal to 
I house, meeting managing establish board of 
j! director and Cathay enquiry or refer to 
Chairman Peter Suteh arbitration 
-Coalition in Support of 
- FAU strike declared 
boycott campaign 
\ ,.. \ ,, 
Jan 29 - Resolutions by the Legco 
on the strike to call for 
arbitration or 
establishment of a board 
of enquiry, or to take 
such other measures, to 
call on the FAU to end the 
strike and the management 
not to take victimization 
action. A monitoring 
committee would set up to 
ensure no victimization of 
the strikers . 
-FAU declared the end of 
the strike 
j : : : : ;.: 
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management had > done nothing to address the problem of 
staff shortage despite repeated petitions. It was estimated 
that about 3,500 members joined this work-to-rule campaign. 
In response to the flight attendants' protest action, the 
management issued a letter to all flight attendants on 1st 
December. It explained that due to circumstances such as 
operational changes or higher than normal crew sickness, 
the airline had to operate flights with a reduced crew or 
ask crew members to "operate out of position". This was 
obviously a procrastination tactic. Yet, it also gave the 
management and the cabin crew more time to consider their 
next steps. 
In November 1992, the FAU announced that if the CPA 
management did not agree to improve the situation of 
understaffing, the FAU members would start limited 
industrial action by working only within their position as 
from 1st December 1992. The FAU later deferred the action 
until 7 th December 1992 to give more time for the 
management to consider the proposal. There being no 
positive response from the management, the FAU members 
started limited industrial action on 7th December 1992. 
The CPA management reacted by selectively suspending three 
crew members who refused to act out of position on 12th 
December 1992. The three crew were subsequently dismissed 
on 14th December 1992. On 13th December 1992, three first 
class pursers were selectively suspended for refusing to 
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act out of position by following FAU instructions. They 
were summarily dismissed on 14th December 1992 . The flight 
attendants, especially the seniors, were furious at the 
dismissals. They also felt discontented with the policy 
of working out-of-position. A senior staff, Hi, 
infuriated with the practice of "acting down", reported her 
reaction 
I haven't served in the junior post for a long 
time. I used to act as the junior and 
certainly the performance and quality would be 
degraded, Pressures would then be imposed and 
I believe frequent complaints would be easily 
lodged by the passengers. The passengers would 
not take this (the feeling of the acting down) 
into account. They were only satisfied with the 
services that they could obtain. 
Another cabin crew, Carey, thought that the down-
graded job was "face-losing" and even embarrassing 
Sometimes, the junior one may embarrass me with 
these words "why do you need to work on this 
job (the downgrading job), it is very hard, 
isn't it?" I could not tolerate these words. 
I was deeply pledged by this feeling. What's 
the point of working as a junior staff but 
entitled with a name — purser. I had already 
worked as junior before I was promoted to a 
purser, so why did I have to perform the duty 
(as a junior) again? How could I imagine this 
would happen? : 
Some cabin crew worried about the safety of the 
passengers since the outrof-position policy not only meant 
acting down but also working up (the junior staff replaced 
the senior staff- and worked in the upper deck), Anita 
expressed her concern on this matter 
Stepping in to perform the duties of a junior 
colleagues on odd occasions was not a difficult 
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duty, nor had it been an unusual request over 
the years. After all, we should each be able to 
perform any job for which we were already-
trained --a fact which apparently confused the 
management when they assigned juniors to operate 
as seniors. Asking the junior cabin crew to 
fill in for seniors would create problems with 
safety and quality of service. It was the 
company's intention to operate flights with 
reduced manning levels as a matter of course in 
the future .-
The sacking of three cabin crew was significant in two 
ways. Firstly, it was the turning point which showed no 
compromises could be reached with the management since the 
management insisted on its decision. Secondly, following 
from the first, the staff started losing their confidence 
towards the management. It seemed that sacrificing the 
cabin crew was worthwhile to cut costs. This event pushed 
the level of staff morale to its lowest point. Cindy' 
another cabin crew interviewed, stated 
Once these practices became normal operational 
requirements, crew morale would sink even lower. 
The company's decision to sack three senior staff had 
provoked strong reactions from the victims and the other 
flight attendants. More importantly, it had dealt a serious 
blow to the morale of the staff. A sacked crew said, 
I have served Cathay for over 10 years and my 
status in Cathay is senior purser, I strongly 
object to the policy of out of position' . I 
decided to sacrifice my annual holidays and 
participate in the strike8. 
8
 19 January 1993, South China Mofning Post 
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The staff interpreted the management's decision to 
dismiss the three crew members as not only a warning but 
also an intimidation. The move also meant that the 
management would not make any compromise. But instead of 
feeling intimidated, the staff further hardened their 
resolve to fight for their claims. Accordingly, on 13th 
January 1993, the FAU declared a full scale strike and 29 
participants were immediately served with notice by the 
management. 
The Strike and Sit-in (13th Jan) 
Intending to exert pressure on the management to meet 
their demands as nothing substantial could be achieved in 
the talks with management on 13th Jan 1993, FAU decided to 
call a stoppage on the same day. The strike would affect 
the busy Chinese New year holiday period, during which all 
flights were fully booked. Again, Cathay management 
immediately declared that the stoppage was in breach of 
staff employment conditions and those who took part could 
be terminated as the union, action was taken without notice 
and without any consideration for passengers. However, FAU 
urged its members to join their walkout, claiming that the 
actions taken were within the law. FAU explained that they 
were forced to go on strike because they had asked the 
company to reconsider the case of their three sacked 
members. In spite of being given almost a month to do so, 
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the management was still dithering. The strike would 
continue until the company started to take the issue 
seriously. 
Several hundred flight attendants, around 500 at its 
climax, picketed outside the Cathay Pacific headquarters 
at the Kai Tak Airport on 13th January. Flight attendants 
returning to work were escorted by the management staff. 
The situation was quite chaotic at that moment, with the 
management officials and cabin crew crowding in the airport 
terminal. They tried to seize their "targets" — the cabin 
crew. Since the strike happened with only a short advanced 
notice, not too many staff had received the message, so 
strikers were stationed outside the terminal and attempted 
to deliver the message to other cabin crew members. When 
Karen arrived at the scene, she found that the situation 
was red hot 
When I arrived at the airport for work 
yesterday, I was besieged by colleagues urging 
me to join the strike. When each woman stepped 
off the bus or out of taxi at the airport or the 
nearby Cathay building in the morning, they were 
surrounded by the rival groups who scuffled with 
each other to get their message through. One 
woman, as I observed, burst into tears and then 
she joined the strike. 
While some of the cabin crew were off duty, they 
received calls from the management asking them to report 
for duty. Cindy received the call from the management 
I was off duty that day, the management rang me 
up requesting me to report for duty. When I 
arrived at the concourse of the airport, I felt 
faint with many voices from different sides. 
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Just saying, " Join us, Join us, we are protected 
by law" (from the cabin crew) versus "You are 
not protected by law, report for duty" (from the 
management's staff). Without a moment to clear 
things out, someone help me to carry my luggage, 
then I was led to the crew lounge, and really 
got the message Cathay's cabin crew was in 
strike. 
The FAU had chosen a very good time to strike -- a 
week before the Lunar New Year which was a peak travelling 
holiday. Though Cathay management said they would try 
their best to transfer passengers to other airlines, even 
most of these carriers were nearly full during that period. 
In fact, the scene at the airport during the first few days 
of the strike was chaotic. The sudden and lightning strike 
which gave the shortest notice to the Cathay management did 
throw it into confusion. Picket lines were also organized 
in front of the Cathay Building and the main residential 
areas of most foreign cabin crew — Whampoa Garden and 
Laguna City -- to rally support from more crew members. 
While the confrontation had already lasted for 4 days' 
the management did not make any concession even with an 
estimated daily loss of revenue of HK $1.5 million. 
The first round of negotiation was held on 17th 
January with three issues on the agenda firstly, the 
review of the salary increment, secondly the working 
conditions and lastly the reinstatement of the three sacked 
cabin crew. The management had not complied with these 
three demands and further at the second round of 
negotiations, another issue -- “ the disciplinary action 
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against the active strikers V- was also raised by the 
management• 
The matter was quickly turned into a societal problem, 
with the flight attendants proclaiming that labor had a 
right to strike when the management forsook the established 
relationship among the staff. At the very beginning, the 
strikers still identified themselves as Cathay staff and 
protected the company's good name as best they could. 
However, staff merabers were disappointed with the 
disciplinary action by the management. The sense of 
identity stemming from the company culture evaporated due 
to the emergent "striker's culture" later on. 
The Turning Point The "Right to Strike" as the watchword 
During the early stage of the strike, Labor Department 
I 
officials stepped in and arranged talks between the FAU and 
the management on 17th Jan 1993 and 18th Jan 1993 
respectively. During the talks, FAU proposed that 
operations could be resumed on the basis of 'agreed 
destinations and crew selection'• However, this proposal 
was rejected by Cathay management who believed that it was 
endangered managerial prerogatives in the operation of the 
Airline• 
As the New Year holidays were drawing near and a 
continuing strike would adversely affect the scheduled and 
fully booked flights, Cathay management then offered on 
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19th Jan 1993 to reinstate the 3 dismissed flight attendant 
and promised to review the manning level. However, the 
talks broke down again as FAU insisted on discussing the 
problem of the annual pay rise at the same time. 
In the negotiations, Cathay Pacific Airways had made 
it clear that it was willing to agree to the following 
three aspects firstly, to conduct: a review of cabin crew 
strength and discuss ways of minimizing the necessity of 
cabin crew operating out of position secondly, to 
reinstate the three cabin crew members who were dismissed 
the previous month, provided they agreed to perform their 
normal assigned duties and lastly, to meet the FAU on the 
questions of staff pay, as soon as the current industrial 
action ended. However, the failure of third round of 
negotiations pushed the dispute into a deadlock as the 
management insisted on disciplinary actions against the 
active strikers, who regarded this as unfair victimization. 
The management had successfully used a holding tactic 
to erode the morale of the strikers . With the management's 
firm stand on the clause .of disciplinary action, formal 
negotiation was not begun until 16th January, four days 
after the start of the 17-day strike. Cathay had 
considerable financial strength and was willing to bear the 
extra costs of the strike such as shift allowances to 
ground staff, disruption allowances to those crew members 
who were willing to continue their duties, and expenses for 
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chartered flights in order to sustain its hardline policy 
towards its employees. 
During the dispute, the management continued to inform 
the shareholders, media and crew members of the progress 
of incidents through open letters and internal circulars. 
The position of the management was solid, clear and 
distinct. The tactics were both "hard" and "soft" with the 
former confirming the company's position and the latter 
stirring up Cathay team spirit in order to combat the 
strikers' solidarity. The management tried to sooth the 
strikers 
It is to reconfirm that there would be no 
discrimination against any cabin crew member 
simply because he or she is a member of the FAU 
or involved in union activity9. 
In order to gain wider support, the management kept 
the customers informed that they were trying their best to 
tackle the problem and maintain the normal flight 
schedules. Thus, most of the blame was put on the 
strikers 
We also thank our customers, who have been 
remarkably understanding, cooperative and 
supportive during this difficult time. And 
finally, we want to thank the Labor Department 
for its continued efforts, in exceptionally 
difficult circumstances, to mediate the dispute. 
We will continue to work with them to do 
whatever is possible to resolve this dispute10. 
9
 26 January 1993, South China Morning Post. 
10
 26 January 1993, South China Morning Post. 
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The management emphasized that there were more than 
10,000 Cathay staff who are working hard to maintain the 
operation of the airline 
It was important to keep in mind that throughout 
the strike more than 10,000 Cathay Pacific staff 
worldwide had continued to work very hard to 
keep the airline running -- some at considerable 
personal hardships. I was happy to report that 
the majority of the airline's cabin crew members 
had now reported for duty and were on the 
payroll we encourage the remainder to report 
for duty as soon as possible.11 
At the same time, the management arranged in many 
tactics to hinder the continuation of the strike. About 
200 strike-breakers had been moved out of Hong Kong to 
other Asian cities to avoid the picket line at Kai Tak, 
according to the airline. The management sent some female 
staff entering Cathay buildings as decoys for flight 
attendants returning to work. In the end, more than six 
I rounds of negotiation had bore no fruits. During the 
process of negotiation, tke management once again insisted 
on disciplinary action towards the staff which again 
reflected their determination to maintain authoritarian 
rule. The management# however, had been able to settle the 
wage disputes with the other two unions the Aircrew 
Officers' Association and the Local Staff Union. This gave 
it a free hand in dealing with the threat posed by the FAU. 
In order to win the support of the public, Cathay 
tried every possible means to restore and maintain services 
I 11 27 January 1993, South China Morning Post. 
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and to minimize disruptions to the holiday makers. It even 
appealed to cabin crew to return to work during the New 
Year holidays by pledging to donate the earnings during the 
holidays to the Community Chest. The management also 
prevented strikers from using the company's facilities as 
a gathering place so that they could intimidate those who 
were willing to return to work. 
The on yielding and delaying tactics of the management 
showed to the cabin crew that no concessions would be made 
by the management. Finally, on 27th Jan, the management 
set a deadline for the crew to report for duty and 
threatened to fire the strikers if they did not. 
All cabin crew not currently on the payroll had 
been asked to confirm their availability to 
I operate by midnight at the end of Wednesday, 27 
i January. Staff who did not register by this 
time would be considered for future duty after 
an application in writing.12 
As the deadlock between the management could not be 
broken, FAU intended to plea the Governor to settle the 
strike on 22nd January 1993. Then, the flight attendants 
protested outside the Governor's house. All, in all, the 
bone of contention still could not be reconciled. The 
issue was brought to public attention as the FAU attempted 
to seek more outside support. The vociferous demand 
against "Qiuhou' Suanzhang' by the management was 
I. w “ … - A : : 
I 12 26 January 1993, South China Morning Post. 
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significant and necessary because it was directly related 
to the status of the FAU in Cathay13. 
Demonstration outside the Government House (22nd Jan) 
‘ 
On 22nd January, by 1 am, one thousand flight 
attendants participated in a sleep-in outside the 
Government House, demanding the governor mediate in the 
dispute14. The third round of negotiations broke down as 
the FAU refused to sign the 'victimization clause' as a 
pre-condition of settlement. The HK Confederation of Trade 
Unions openly supported the strike and assisted in the 
appeal for international solidarity. The thousand cabin 
crew were sleeping in the cold and rainy weather, but they 
B still kept themselves in high spirits. At that moment, the 
1 strikers were totally disappointed with the management 
Management totally disregarded our needs' every 
time when the management reviewed the salary, we 
had words on them. They were always concerned 
about their profits and neglected the welfare of 
the staff. I was well prepared myself for the 
termination of employment contract. I deeply 
believed that there was nothing blameworthy if 
I had done my job well15. 
13
 Th e three sacked cabin crew refused to work down were 
instructed by FAU. Thus, penalize of participant would jeopardise the 
legitimation and authority of FAU. 
14 
26 January, South China Morning Post. 
15
 26 January 1993, translated from Ming Pao Daily. 
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The victimization clause was the great hindrance to 
ending the strike as the management regarded this as its 
final weapon. In order to confront the management's 
disciplinary action, FAU members strongly believed that 
they were protected by law. 
If the FAU allows the CPA management to sack or 
penalize members who had been actively involved 
in the strike, it would mean accepting the 
denial of union's right to collective bargaining 
and to strike within the permission of the law. 
This right, we understand, was enshrined the 
International Convention of Economic, Social and 
Cultural Rights and the International Labor 
Convention.16 
The FAU members attempted to consolidate the claim 
that the strike was protected by international labor 
conventions against the threats from the management. The 
I efforts of activists, at that moment, was very crucial 
since they had to maintain the spirits of the strikers, but 
w e shall not overlook the strikers, enthuasiams. Carey 
recalled the strike fondly 
We could see the flight attendants standing in 
the rain, fighting the cold climate in the 
night, sleeping on hard and cold ground, 
fortunately our hot enthusiasm melt all the cold 
weather. Although the weather was very cold no 
more than 10 degrees, we sang happily and 
enthusiastically. There were different versions 
(different languages) of songs for strikes, we 
were like a family. 
On 23rd January, the sleep-in continued outside the 
Government House and the flight attendants gained various 
I 16 25 January 1993, South China Morning Post. 
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support from local and international groups. The 
Confederation of Trade Union (CTU) called for a consumer 
boycott4 until the management dropped the victimization 
clause in the proposed agreement. With the assistance of 
various parties, the FAU took advantage of this and 
launched a signature campaign in various places. 
The Church meeting (24th Jan) 
After 11 days of demonstration (counting from the 
first day of the strike) , there were rumors that the 
management was going to declare an ultimatum. An emergency 
meeting at St. John's church near the Government house was 
called ‘ to discuss the management's threat to terminate 
their employment. As the management insisted on the 
;  victimization clause, the FAU sought support from other 
parties. Miss Varghese (the spokesperson of the union) 
maintained the strike was holding firm and said an 
estimated 2,000 members had attended a meeting at Caritas 
Hall (near the Government House) 
We won mach support. Thirty-four groups 
including trade unions, political parties, 
students unions and religious bodies formed a 
committee pledging support to FAU ..,. We 
needed to speak to our own members and re-
affirmed our mandate. The meeting voted 
unanimously to back our refusal to accept 
disciplinary measures against those involved in 
the strike17: 
I 17 25 January 1993 South China Morning Post. 
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Having failed to gain support from the Governor, the 
FAU tried to "internationalize" the dispute (another 
session: of negotiations with the management broke up on 
25th Jan 1993 without resolving their differences). FAU 
had also planned to call for an international boycott of 
refuelling, catering and technical support for all Cathay 
flights and to demand the support of the Affiliated Cabin 
Crew Union in the U.S., which staffed the chartered flights 
on which the company had relied heavily. During a rally 
at Southorn Playground, Wan Chai, the FAU was able to 
solicit support from 35 local labor groups, including the 
100,000 strong Confederation of Trade Unions and Hong Kong 
Professional Teachers' Union. 
The meeting in the church was held to transfer and 
I circulate information among the strikers. However, 
conflicts arose among the participants as some active 
participants criticized the abilities of the union's 
chairperson because little progress had been made in the 
negotiations. Lastly, in order not to undermine the 
strike, the call for the appointment of new chairperson was 
turned down. 
The church meeting and the Sunday worship outside 
Government House provided powerful sense of moral and 
spiritual legitimacy to the strikers. The purpose of these 
meetings was actually to maintain the spirit of the crew 
and to circulate information. The strike, at that time, 
f
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was widely supported by the public and could be described 
as reaching its climax. Cindy attended the meeting and 
recalled her memory of the scene 
We gathered in the church and some communicators 
(the senior cabin crew) explained the situation 
to us. The urgent message conveyed, at that 
time, was the management did not make concession 
and we had to continue our strike. The most 
important thing was that they (the senior one) 
reminded us on "we are united" and the problem 
could be overcome. After the meeting, as I 
remembered, some of us cried and walked to the 
Governor's house hand in hand. There was a lot 
of support from the public ——we were all 
united. 
Another striker, Karen, described the situation as 
follows 
We had gotten the message that the strike had to 
be continued since the management was not moved 
by our enthusiasm. OK, we then continued and 
stood even firmer with our mission. There were 
so many people supporting us. The colleagues 
and the public. We should protect our dignity 
and rights• 
The fourth and fifth round of negotiations, on 24th 
January and 25th January respectively, also failed. The 
strikers and supporters took part in a solidarity march on 
HK Island. CPA issued to the stikers the deadline for 
reporting duties, saying those who did not register for the 
February rosters would have their contracts frozen and 
needed to apply in writing for further duties. The 
solidarity of FAU members was in trouble as Cathay 
threatened to freeze the employment contracts of striking 
cabin crew who refused to report for duty. 
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Signs of victory emerged for Cathay management as 
Legislative Councillors and overseas trade unions whom FAU 
had appi'oached refused to intervene in the dispute. The 
United Democrats legislators made a final attempt to 
resolve the dispute by requesting the Labor Department to 
send a senior officer as the mediator. This demand was 
also turned down. As a result, the strike ended on 28th 
Jan 1993 with 90 percent of crew bowing to the airline's 
ultimatum to si n on for work on February 1993. 
Concluding Remarks 
In the strike, we witnessed a confrontation between 
the CX management and the flight attendants with the former 
I 
proclaiming their right to manage and the latter 
proclaiming their right to strike. At the very beginning, 
the dispute seemed to be triggered off by the basic issue 
concerning the annual pay level but it was quickly 
escalated to a frictional' issue when the management's 
authority in taking the disciplinary action against the 
activists. \ 
In short, the mandate for the strike was switched from 
an internal company matter to an external societal issue. 
This transition has two significant implications. First, 
on one level, it is necessary to adopt different mobilizing 
acts especially when the new grievance was at such a 
societal level. This implied a different nature or 
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patterns of mobilizing strategies needed to forge a new 
sense of unity among the strikers. On the other level, the 
newly farmed grievance illustrated the declining importance 
of the company's loyalty. The question then becomes how 
and why the strikers remained as a group even over a 
societal issue. In the end, Cathay management was able 
to retain its managerial prerogative by breaking the FAU's 
resolve. However, the strike successfully demonstrated how 
its members had participated. In fact, the union was also 
organizing its members and forming an alternative source 
of authority which was seriously challenging the 
management's legitimacy in its control over the labor 
process during the strike. The resistance of the FAU was 
aiming at preventing management from using its power in an 
entirely arbitrary or summary fashion so as to compel 
management to negotiate and bargain with them on a widening 
range of issues over the conditions governing the labor 
process. The high participation rate of the flight 
attendants in turn drives our interest in on why so many 
flight attendants joined the strike. 
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A diagnosis of Cathay Pacific — 
corporate culture and the 
formation of identity and solidarity 
The New Social Movement theory holds that a common 
identity and solidarity within a group are, inter alia, 
important factors in the mobilization process of a 
movement. In the Cathay Pacific strike, a common identity 
and solidarity had already been formed before the strike 
and as the analysis of the strike will show, these two 
factors had important bearings on the mobilization process 
I 
and development of the strike. 
Such factors as social ties become the salient 
mobilizing force in collective action. However, especially 
in Cathay, the hidden mechanism of these social ties became 
the ultimate stimuli and solidaristic basis for the 
sparking of the strike. In short, the various social ties 
among the Cathay staff throws light on how Cathay's 
culture, as reflected in different norms generated from the 
daily interaction among the staff, predominated in the 
attitudes of the strikers. Two sets of cultural values in 
Cathay Pacific became salient in the strike. The sense of 
ii Corporate Culture", as the dominating ideological 
construction, and the "Team Culture", as the subordinating 
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one, shaped the, attitudes of the participants during the 
strike• 
t 
The Management style of Cathay Pacific and the formulation 
of corporate culture 
The Cathay's corporate culture is characterized by a 
hierarchial order, a top-down management control and the 
ideological construction of the company as a family. If 
we look at the structure of CPA, we can find that it is a 
large, bureaucratic, organization with features like formal 
rules and hierarchy of offices» Another salient 
characteristic of CPA is that there is a separation of 
ownership from immediate organization control. The 
management consists of specialized professionals who are 
responsible for supervising the staff and maintaining 
discipline so as to ensure quality service. In fact, the 
maintenance of quality service was very important to both 
the company's image and survival. To achieve this, the 
management had laid down very strict rules concerning the 
conduct of its staff. To begin with, there was a three-
tier punishment scheme. If a staff "misbehaved" or had 
broken any of the company rules, he or she would be placed 
under “special supervision". For example, the misbehavior 
of the strikers was under special supervision for months. 
The senior pursers were responsible for reporting to the 
management and scrutinizing the "punished cabin crew"• The 
period of supervision would be longer if the offence 
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committed was pf a more serious nature. For instance, 
Cindy was placed under supervision for one month because 
of the following "offence" 
I changed my residential place and verbally 
informed the management that I would change the 
correspondence address. Then the next day, I 
reported to the management. The result was that 
committed a minor offence since I had not 
reported back and write to the management in due 
course. 
The offence committed would be kept on record. Such 
a record would not only influence the offender promotion 
prospect, more seriously, if staff had accumulated three 
minor offenses, their employment would be terminated. 
Cindy commented that while this scheme was harsh it did 
have a deterrent effect 
It was an effective scheme because for the new-
comers ,they had to learn how to obey and help 
the discipline process in the company while the 
senior one would learn how to cooperate with the 
management for maintaining a smooth company 
operation. For instance,
 r you would not easily 
report sick. 
Therefore, instead of giving rise to hard feeling and 
resentment, such strict discipline was accepted by staff 
as a reasonable and effective means to maintain a high 
quality service: In fact, the staff were very proud of 
their self-discipline. Most of the interviewees felt that 
the scheme was both good to the staff and the company's 
image• As Karen remarked, 
Although the scheme was a bit tough, it was 
really good to the staff as it could help to 
maintain the good quality of staff service and 
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we were self-disciplined. Cathay was renowned 
for its good quality of the staff, it was 
important to both the company who was running 
the organization and the staff who were working 
that this a good company. It was the symbol of 
privilege and status to the staff. Cathay was 
a good company in this sense. 
In positive terms, the intimate relationship between 
the management and the staff and the sense of belonging was 
fostered through "good communications" . The company issued 
newsletters, installed suggestion boxes and set up joint 
consultative committees to solicit opinions and comments 
by its staff. To foster a sense of belonging, the company 
stressed the importance of welfare and social activities 
to bring the staff together‘This family-like atmosphere 
was further facilitated by the senior staff who acted as 
the middleman between the management and the junior staff 
The management tried to communicate with the 
staff and instil the message that we were living 
in a big family. They welcomed hearing our 
comments. The senior staff served as the 
middleman to extend our concern to the 
management whereas the senior staff conveyed the 
messages from the management to us. (Liza) 
In was through all these means that Cathay's 
"corporate culture" was- formed. Cathay' corporate 
culture, as characterized by a strong hierarchial order, 
discipline and the strong sense of belonging as a member 
of the "Cathay big family", helped to create a common 
identity among the staff. The staff identified themselves 
as "we members of the Cathay Pacific staff" as opposed to 
"I an employee of the Cathay Pacific Airways" • This common 
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identity, as we shall see, explained why the staff treated 
their dispute with the management as a family issue at the 
beginning of the strike. 
The "hard" authoritarian management style' coupled 
with the "soft" human relations approach, largely explained 
how the staff members developed the sense of loyalty to the 
company, However, this sense of loyalty and self-
disciplined culture was accompanied by the social ties 
built among the staff, especially the seniors and the 
juniors. These ties also provided the bases of team 
culture among the staff which become another significant 
stimuli at the later stage of the strike. In short, at the 
later stage of the strike, the family feeling evaporated 
to be replaced by camaraderie feeling among the staff. 
Ties between senior and junior staff 
The strong d i s c i p l i n e and hierarchical structure of 
a family was further facilitated by the senior staff who 
performed the role of "big sisters" in the company. When 
they are working, the senior staff helped the management 
to supervise the performance of junior staff and enforce 
the strict discipline codes . In fact, there existed a very 
clear boundary between senior and junior flight attendants. 
Most of the senior attendants had worked in the company for 
around 10 years while junior attendants were those who had 
worked for one to two years. The superior status of a 
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senior member wa^ s reflected in a number of ways. Firstly, 
although there was no marked difference between the basic 
salary of a senior staff and a junior staff, the former 
could enjoy "title allowances" for around a thousand 
dollars a month. Moreover, the senior staff could have 
longer holidays. If they were friendly with the 
management, some "invisible benefits" could be obtained, 
e.g. arranging holiday schedule in the manner they 
preferred. The senior staff not only enjoyed the above-
mentioned "perks", they also took an active part in the 
management of the company . Being a senior member of the 
company, the senior staff supervised the job performance 
of their junior counterparts and reported matters relating 
to staff discipline to the management. For instance, during 
the training courses, senior pursers would supervise the 
1 junior staff's performance and it was in this period that 
the new flight attendants would have the chance to know 
their "elder sisters". Cindy, for example, believed that 
the senior members were actually playing the managerial 
role 
It is, of course, a benefit to maintain a good 
relationship with the senior one. They are the 
ones who control your prospect directly. You 
(the junior one) need their good reports. The 
power and status of senior crew is influential 
in Cathay. They are the representatives of the 
management. Their main jobs are to report the 
management about the daily operation. Hence, 
their power stems from the management and their 
status is guaranteed as they serve the 
passengers of the first class (a symbol of high 
status and excellent quality of services)• 
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In fact, the superior status of the senior staff was 
frequently mentioned. During the training course, the 
junior dtaff not only learnt how to perform the highest 
quality of services, they also learnt how to respect the 
senior staff . Liza recalled one incident 
At one time, when I prepared meals for the 
passengers in the deck, I asked for a knife from 
a senior purser who was just supervising my 
work. I asked politely, "Excuse me, would you 
please pass that knife to me?" I was shocked 
when the response is "my name is not ‘ Excuse 
me'". Then I knew that I should respect them 
and they should not work for me, 
Karen, who had worked in Cathay for about two years, 
commented on the "sister" role of senior members 
Cathay is a very special company, you know, the 
management is the father who provide you with 
living, while the senior purser resembles your 
elder sister in the family. They will teach you 
I what is right and what is wrong. 
She went on to explain the intricate relations between 
the senior and the junior staff 
The clear and rigid relationship between the 
senior staff and junior one is taken as habits 
in Cathay. In my training period, the 
management would always remind you "do whatever 
the senior purser asks you to do" • There should 
be reasons behind and the senior staff are so 
veteran, so the junior ones need to trust them 
and obey them. 
Cindy, a junior staff, compared the relationship 
between senior and junior staff with that of teacher and 
student 
When I first came to this company, the strong 
sense of discipline impressed me. The senior 
staff teach us how to comply with the rules and 
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regulation^ of the company, to maintain good 
service, to obey the senior one and of course 
the management … B e f o r e the senior one, I am 
just like a student in the secondary school 
while they are the teachers. 
The junior staff had mixed feelings towards this 
hierarchal structure. While they were sometimes 
dissatisfied with the fact that the senior staff were too 
serious and too demanding, they were on the whole receptive 
to their supervisory role. As Cindy had commented, 
maintaining a sense of team spirit was important. It was 
exactly this team spirit that held the staff members 
together. 
Ties between members of different ethnicities 
Similar complicated feelings existed in the relations 
among crew members from different ethnic groups. As many 
people know, Cathay staff is composed of people from 
diverse cultural backgrounds and ethnicities (Appendix 2) 
there are "10 nationalities" among the cabin crew. This 
diversity sometimes caused tension and hindrance to 
communications. For example, one crew member felt that it 
was difficult to communicate and interact with people from 
different cultures because "they have their own ways of 
thinking and working styles" and "it is difficult to comply 
with their working styles. “ Anita concurred. She said she 
worried about the communication among staff. The diverse 
nationalities had imposed pressure on crew members who 
80 
.,‘ . • . “ ,.• • ... , .‘ -. ,/, 
Chapter Four 
worked with colleagues from other countries. Mis-
understanding resulting from cultural difference was not 
uncommori 
The foreign senior crew is rigid, mis-
understanding always happened. They do not know 
the habits of Hongkong people -- speed and 
efficiency. They will argue for working extra 
time and feel disturbed by the tight working 
schedules. However, Hongkong people do not. 
Maybe we are apathetic, but we will finish the 
task first. 
Anita further explained 
For example, it is natural to tidy up the place 
after serving the passengers, but they think 
that you have disturbed their work schedules and 
that we just want to show off our ability. They 
complain to the senior pursers, who then give a 
good scolding in return. 
There existed some tension and even dissension among 
staff from different countries, but the special relations 
and contacts between staff members of the same ethnicity 
and working group helped to neutralize such negative 
relations and even fostered solidarity among those of 
similar ethnicity. 
To begin with, it is a prevalent practice in Cathay 
Pacific that senior staff would take special care of those 
who were of the same ethnicity. For instance, a Malaysian 
senior purser would give special treatment to a junior 
Malaysian crew member. As H i , a Malaysian crew, 
commented: 
Most of the time, the foreign senior pursers 
will take much care of the cabin crew who have 
the same nationality. They will initially invite 
the junior one to go for shopping,or for group 
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entertainment. The situation is prevalent when 
they served on the same trip. It is natural 
and obvious among the staff. 
Ths same situation could be applied to those who 
always served in the same flight. It is natural that crew 
members working in the same group would spend more time 
together and their relationship would become closer. Liza 
explained that staff of different nationalities could 
easily mix together if they worked in the same haul 
The senior member in the same haul can help me 
a lot especially in a trip. We know each other 
well as more time was available for 
communications. They will teach you and discuss 
the matter with you. Sometimes, we shared our 
feeling as we come across the same unhappiness 
in work. 
This second means of communication and relations 
building was especially important for it could break the 
barrier of cultural difference and even if this could not 
be done, they could easily and quickly establish ties with 
colleagues whom they knew before when mobilization of 
members was needed once the strike had begun. 
Ties between members of the same rank 
The last channel through which crew members could 
establish relations and. solidarity is found in the 
cultivation of friendship in the same training class. To 
Vj 
them, the term "classmates" had special meaning. Members 
of the would-be flight attendants were conscious that their 
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partners or colleagues came from the same training class. 
Carey explained the situation 
I missed the friends in the training class since 
in the class, very often, we are in the same 
cohorts, in the same fashion trend....etc. We 
can express ourselves easily especially when we 
meet a serious supervisor in the training 
period. I enjoy this feeling, it is just like 
studying irt the school. 
The junior classmates got to know each other after the 
two to three months' training course. It was there that 
the crew would make their first few friends in the company. 
Because of the strict rank distinction in the company, 
trainee crews would keep close contact with their 
counterparts in the same training class. Karen made her 
best friend from the training course and they still 
I maintained frequent contacts 
After I finish the work, I will phone her and 
talk with her. She is the best friend that I 
know in the training course. 
I 
Although I do not know whether this was the most 
effective means to establish relations and solidarity among 
staff, it is easily understandable that it was the first 
and the most convenient when compared with the first two 
methods discussed above. 
ConcluH-ing Remarks 
The above analysis has illustrated how a common 
identity was formed that facilitated the development of 
basis for solidarity within Cathay prior to the outbreak 
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of the strike. To summarize the analysis, a common 
identity, that is, the identity of being a Cathay staff, 
was first established through working in a family-like 
atmosphere. The management was the father while the staff 
were the family members. 
Among perceived familial relations among the staff 
members, the pivotal one was the sister relations among 
them. The senior members, who had wide experience and 
status, assumed a tutelage role. They taught their 
"younger sisters" how to do their work and more 
importantly, to behave as a loyal and obedient member of 
the Cathay family. In response, the younger sisters 
accepted this guidance by their senior though at some 
points or on some issues they might have some resentment. 
Lastly, the familial feeling were also reinforced by 
ties built within the same ethnic groups, within the same 
working groups and within the same training class• These 
relations were obviously more intimate than those between 
junior and senior staff. As we shall see, these relations 
assumed an important role in the mobilization process of 
the strike. This sense of "sisterhood" precipitated a kind 
of "Team Culture" which in turn strengthened the solidarity 
of the strikers especially at the later stage• 
In analyzing" the aforementioned relations, the writer 
does not mean to say that the "Cathay family" was entirely 
homogeneous. For example, differences in cultural 
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background had caused misunderstanding and difficulties in 
the communications between some of the staff members. But 
while tihere are some tensions between unifying and 
disunifying factors, It is more important to analyze which 
was the more compelling force and which prevailed during 
the strike. Not only can these face-to-face social ties 
provide the bases of solidarity for the strikers, they can 
also help to disclose the strong influences of the hidden 
mechanism in Cathay -- the Identity of "We Cathay Staff" 
and "We as a Team". This relative sense of identity turned 
out to be the most important stimuli for collective action. 
As I will analyze in depth in Chapter Five and Chapter Six, 
the sense of unity was overwhelming. Their identity as "We 
members of the Cathay Pacific staff" was generated from the 
family atmosphere and the camaraderie feeling among crew 
members. It was so strong that it acted more as a uniting 
force than a centrifugal force. - It is crucial to identify 
that two interlocking and inter-related cultures exerted 
their influence significantly during the strike. In short, 
these cultures and two identities exerted different 
influences on each other. At the very beginning of the 
strike, the "Team culture" was subordinated to the 
"Corporate Culture" while at the later stage, the 





The Corporate Culture and 
the Micro-mobilization Process 
When the management decided to sack three work-to-rule 
campaign participants, both the management and the flight 
attendants knew that the issue would be crucial to the 
development of their confrontation. As it soon turned out, 
the flight attendants chose to continue, and even stepped 
up their action. On 13th January 1993, the FAU formally 
1 
declared a full scale strike. Consequently, the management 
immediately issued a "suspension" notice to 29 flight 
attendants . 
From the work-to-rule campaign to the decision to 
strike, the flight attendants transformed their action to 
a new horizon. At the later stage of the strike, the 
concern of the flight attendants was even extended from 
their wage package to the right to strike. In short, they 
felt that their sense of dignity and their principle were 
jeopardised when the management insisted on the clause of 
victimization against the active participants. The strike 
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Moreover, this transition (the management insisting 
on the clause of victimization against the active 
participants) signified the changing locus of loyalty among 
the flight attendants. At the very beginning, the strike 
was regarded as a "family affair" as both the management 
and the staff had confidence in solving the conflict by 
themselves (as in the past) • The stimuli of the flight 
attendants to strike was prompted by the sense of "We as 
the Cathay Pacific Staff11. When the management moved away 
from the flight attendants, the strike then escalated into 
a societal level and the strikers were integrated by their 
mutual attachment built upon the "sisterhood" developed 
during the strike. 
K The gist of the NSM theory is to study the process of 
I identity formation. As analyzed in Chapter Four, the 
perception and the locus of loyalty among the Cathay staff 
• 
was generated from their corporate culture and their social 
relationships established among colleagues. The essence 
of the dominant corporate culture and subordinating team 
culture symbolized correspondingly two kinds of identities 
among the staff. In short, they shifted their identity 
from "We the Cathay Pacific Staff" to "We as the strikers". 
As Karsh suggested, 
"the causes" [of strikes] , if these can be fixed 
list of "causes", cannot be treated apart from 
the individuals and groups who do striking .... 
Since a strike is first and foremost a form of 
human behavior acted by individuals who are 
immediate participants in groups
 # their causes 
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are social as much as, if not more than, 
economic or historical. Person fought in strike 
situation carry burdens and play roles which 
graphic representation can adequately represent" 
(1958:2) . • 
I 
These social roles also represent the process of 
identity formation. In short, this chapter aims to probe 
firstly the influences of corporate identity on the 
strikers and to examine the importance of this cultural 
value on their decision to strike. 
NSM theorists stress identity building in collective 
action, but few have showed concretely how collective 
identity is formulated under the process of mobilization. 
This shortcoming could be redressed by using the 
I micromobilization approach which can disclose the meaning 
of the interactions of the participants by examining 
different encounters. Through these encounters, the 
interpretations and meanings of joining collective action 
I -
can be examined. Thus, this micromobilization approach was 
, 
especially effective when dealing with changing importance 
of identities in the Cathay strike. In this chapter, the 
influences of "Corporate Culture" will first be examined. 
The attitudes of the participants were strongly shaped by 
the sense of "family feeling". The influences of the 
"corporate culture" was reflected in different face-to-face 
interactions. 
Corporate Culture: Strike as a Family Affair 
»We love Cathay but not the management" (Hi) 
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At the initial stage of the strike (from late December 
1992 to 13th January 1993)
 f during the time when the sit-in 
was held, the mobilization process was proceeding slowly. 
Flight attendants except the victims and the seniors (note 
that the 3 crew sacked by the qompany were senior staff) 
were still unaware of the occurrence of the strike or 
unsympathetic to the cause of the strikers. Most 
importantly, the limited nature of their grievances (wage 
issue) and their identity with the "Cathay family" made 
many flight attendants feel hesitant about escalating their 
action. Moreover, the early participants also believed 
that the issue could be solved immediately (by convention, 
the conflict could be solved quickly by closed door 
negotiations between management and the staff) and hence 
the mission of a strike was bound to be the protection of 
Cathay's good image. The sense of "Corporate Family" was 
evident to the staff. 
The strong sense of "Corporate Culture" was 
established in the everyday life of the company. The 
company norms established among the staff was to protect 
the Cathay's good image, guaranteeing a big smile to the 
public, and keeping their self-discipline. These unique 
characteristics shaped the orientation of the strikers at 
the early stage of the strike. 
Fane-to-face Encounters 
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Face to face encounters mean the process by which the 
strikers directly approached other flight attendants and 
persuaded them to join the strike. Throughout their 
I • 
mobilizing acts, the activists stressed the severity, 
urgency, efficacy and propriety of the problem.18 These 
mobilizing acts were crucial as providing the participants 
with a framework for interpreting specific incidents. 
My research found that as the sense of corporate 
culture took place, the employees began to assume the 
habits of the cultural values that were manifested in their 
language forms, in their inter-personal interactions and 
in their sentiments towards the company. "Team" and 
"Family" are prompted as the forms of social organization 
that will achieve the company's goal. 
._ • . .::. . : •
 :
 . . .
 V 
Recruitment Encounters The struggle for a common identity 
On 13th January, a sit-in was staged by the FAU at two 
places Cathay Pacific headquarters and the Airport 
Terminal. Outside the Airport, several hundred flight 
attendants were rallying supporters while the management 
escorted returning flight attendants to leave the scene. 
The situation was chaotic. At the terminal, both sides 
18Benford (1993) illustrated four generic aims of vocabularies of 
motives The severity of the problem relates to the consensus 
mobilization taslc• The problem of urgency arouses the immediate 
action to voice out the grievances. Efficacy of the problem produces 
the situation that the participants have effected when they joined the 
strike and lastly the propriety of the problem illustrated is 
considerably variable across individuals regarding the problem to 
which people feel obliged to respond.
 y 
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tried to seize < their "target11 -- the cabin crew. When 
Karen arrived at the scene, she found that the situation 
was intense 
When I reached the airport for work yesterday. 
I was besieged by colleagues urging me to join 
the strike. Then, I saw, when each woman 
stepped off the bus or out of taxi at the 
airport or the nearby Cathay building in the 
morning, I was surrounded by the rival groups 
who scuffled with each other to get the message 
through. One woman, I observed, burst into 
tears and then she joined the strike. 
While some of the cabin crew were having a holiday or 
day-off, they received calls from the management asking 
them to report duty. Cindy received one such call, 
I was off duty that day. The management rang me 
up requesting me to report for duty. When I 
arrived at the concourse of the airport, I felt 
faint with many voices approaching me "Join 
us, join us, we are protected by law" (by the 
cabin crew) versus "You are not protected by 
f law, report for duty" (the management) • Without 
a moment to clear things out, someone carried my 
luggage, then I was led to the crew lounge, and 
got the message Cathay's cabin crew was on 
strike. 
At the very beginning of the strike, most of the 
flight attendants were unaware a strike was being held. 
This was not surprising asthe decision to strike was made 
within a very short time by a circle of activists and the 
FAU (especially the senior staff) without prior 
consultation with the rank-and-file flight attendants. 
Therefore, both sides tried hard to bring undecided and 
ignorant flight attendants to their sides. 
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It is crucial to note how these undecided flight 
attendants were influenced by the contexts of face-to-face 
interactions. Before the flight attendants built their 
sense of solidarity or loyalty to the group, the face-to-
face encounters provided a conducive climate for 
influencing these undecided participants. Karen, who 
joined the strike almost accidentally, reported her 
memories of the scene, 
Although the situation was chaotic, they [the 
striking cabin crew] showed me how enthusiastic 
they were. They let me share their morale --
the crew morale. It was vital that all the 
flight attendants stick together and fought for 
what we wanted. We took this action because 
everybody in the company was fed up with the 
management, we had continually stalling on the 
future of the three members who were dismissed 
last month. 
Moreover, the severity of the understaffing problem 
was also the chief issue in the contexts of face-to-face 
encounters. These encounters added fuel to the discontent 
of the undecided flight attendants . Liza described how she 
perceived the problem of understaffing and the intense 
situation created at the beginning of the strike 
Most of the cabin crew carried banners , saying 
"CX crew arrived in battered shape" or 11 Cathay 
Pathetic". It was the voice that I hoped to 
express ultimately. A flight attendant works 
for a global standard of 72 hours per month, but 
now we had to work at the average of 90-95 hours 
every month. The manning level was far below 
what was the necessary. 
Obviously, the unionists had successfully aroused the 
attention of the xmarginal cabin crew' (who had not yet 
identified the severity and urgency of the problem) on the 
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spot. It was somehow the atmosphere that motivated more 
cabin crew to participate. A party of three or four cabin 
crew bui?st into tears when they saw their friends joining 
the strike. Karen continued to say, 
"Don't go in, we are protected by law. Come and 
join us. Let's us face the cold together". 
Hence, the picketline was swelling in size. The 
atmosphere was more like a carnival, with the 
colleagues greeting each others like long lost 
relatives as other cabin crew arrived on the 
scene. 
In just a short time, there were approximately a 
thousand cabin crew gathered outside the airport terminal. 
Some striking cabin crew waved their flashlights and 
chanted slogans in support for the action and slogans 
calling on executives to stop hiding, come out and show 
their faces. The sit-in outside the airport resembled a 
carnival. The strikers sang in a high spirit . They sang, 
"It's all right, it's OK, we are going to win 
this anyway" and "it's freezing cold, we still 
stand firm" (all the slogans were adapted from 
pop songs). 
After rallying the support of other flight attendants, 
the activists organized meetings in the crew lounge and 
explained the situations to the participants. At that 
time, the severity and urgency of the understaffing and 
wage adjustment were disclosed. Cindy recalled how and 
what messages she received from the meetings 
As I remembered, the unionists, at that time, 
said that the sacking of three cabin crew was a 
signal the management was going to cut the cost 
and staff benefits was the first victim. Acting 
out-of-position would be taken as normal duty if 
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we accepted subsequently. Cathay attempted to 
cut the cost and we had to overwork with little 
earnings in return. At that time, I thought, 
how ridiculous the management were. We should 
not say "yes" to them any more. 
The activists explained that the issues were a 
cumulative problem. They tried hard to explain that they 
had, legally, the right to strike and they had already 
given time to the management for adjustment. The negative 
attitudes of the management actually reinforced the action 
of the flight attendants since all flaws were blamed on the 
this high-handed strategies of the management. Ili 
asserted that their freedom to strike was legally protected 
and it was only the management that pushed the issue into 
a deadlock, 
We could not tolerate the management any more 
since we had given them time to reinstate the 
sacked cabin crew and also believed that they 
would re-adjust the salary package. 
Disappointingly, the management had done nothing 
to alleviate the situation. 
For the flight attendants who had just learnt of the 
strike, however, had obviously believed that the strike was 
an inevitable conflict. The flight attendants expressed 
their concern that they were not robots and could not be 
programmed to provide high quality of service under the 
pressures of an increasingly constrained working 
environment. Anita expressed her grievances on how the 
management neglect" the pressures on the flight attendants 
But what was true, and that (the pressures of 
work) was the point that seemed to elude the 
management, we were not robots. Inevitably, we 
were driven to revolt, the management had already 
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touched our, baseline. It was the time to show 
them how unreasonable it was to demand so much. 
More and more flight attendants joined the strike 
after these face-to-face encounters, namely, the 
recruitment circumstances outside the airport terminal and 
the meetings in the crew lounge. There were also the 
picketlines in Whampoa Garden and Laguna Garden which were 
the most popular residential areas of the flight 
attendants. In essence, in these short meetings, the 
activists (note that most of them were senior staff) had 
clarified the position of the strikers. These kinds of 
words and deeds Could successfully touch the emotions of 
the flight attendants. These critical incidents gave the 
flight attendants chances to express their grievances and 
further reinforced the sense of integration among the 
strikers . 
More and more positive concerns were shown among the 
participants as many of the them believed that their action 
were protected by law. Daisy for example explained her 
position towards the strike 
We believed that the union was right here and 
our action was both legal and justified. Cathay 
said that industrial relations were all about 
^give and take', but over the last two years we 
had given and the company had just taken, taken, 
taken. We genuinely believed that we were right 
and it was my job to keep the public supporting 
us instead. 
The words and deeds in face-to-face encounters helped 
to legitimize the rationales of the strikers. These 
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vocabularies were largely interactional in character and 
emerged during collective action, calling into question, 
at least implicitly, the rational calculus assumptions 
accepted by the resource mobilization theorists. 
Network Encounters 
When analyzing why the flight attendants participated 
in the strike, found that the salience of social network 
also played a role. Social networks should not be regarded 
simply as friendship. Friendship could hardly be the 
accurate indicator of why the strikers joined the strike 
since variations existed in social relationships 
established among the strikers. 
Hence, most of studies focus on the functions of this 
social relationship and influences of friendship in setting 
a collective action. As mentioned in the theoretical 
chapter, an examination of the nature of these social 
networks would tell us how the activists went about the 
business of persuading others, effecting switches in frame, 
and how the followers were influenced by these social 
relationship. The participants would attach their role and 
meanings to their decision to strike (Kitschelt 1991). 
The striking flight attendants attached their roles 
and meaning to two kinds of networks. One was the network 
cultivated between senior and junior staff on the basis of 
nationality while the other was that formed in the training 
class. The pattern of interactions among these two kinds 
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of networks were, different which indicated that the extent 
of stimuli for mobilization also functioned differently. 
As Karen: commented 
Some senior staff and friends phoned me and 
persuaded me to join their line of action. I 
was rather hesitant as I had known nearly 
nothing. They talked to me for quite a long 
time explaining the matter for me. The flight 
attendants should protect their status. After 
their explanations, I found myself important to 
the strike. No one instead would help us to 
bargain, our effort was essential. Finally, I 
decided to strike, 
As mentioned, flight attendants with the same 
nationality sharped a common faith and they had a strong 
sense of unity.' A Japanese flight attendant, Daisy, 
participated in the strike because she was persuaded by 
other taff in the same nationality. She believed that her 
nationality was more integrated. As she expressed 
The Korean and Japanese cabin crew had a strong 
sense of integrity, as observed. They were 
the group that mainly supported the strike. The 
Korean, Japanese or Singaporean senior staff 
would consider more oti those who had the same 
roots. A Japanese senior purser rang me up and 
rallied my support. I was involved then. 
As mentioned in the Chapter Four, a new recruit had 
to be trained for a couple bf months. It was easy to make 
friends in training class since most likely they were in 
the same cohort and same situations, as Cindy commented 
My friends in the training class called me up 
and asked me to join the strike with them. One 
told me the other friends in the training class 
had decided to join the strike and I was the 
last one to be contacted. Because of this 
reason, I participated in the strike and did not 
report for duty on that day. 
97 
The Making of Corporate Identity 
The influences of classmates and colleagues with the 
same ethnicity were salience. It was not only this 
"intimacy" that drove them to collective action, since the 
flight attendants interpreted this relationship as an 
obligation to support other flight attendants. They shared 
the sympathetic feeling among themselves. Liza agreed 
that the friends in training class had much effect on her 
decision to strike 
Most of the friends I knew were from the 
training class, we learned together and shared 
the similar feeling at that moment. When my 
best friend asked me to join the strike, I went 
with her. 
Initially, Karen refused t:o join the strike as she was 
very afraid to get involved in the confrontation between 
management and the staff. However, she changed her mind 
because she was persuaded by her best friend (in the 
training class) 
She [her best friend] persuaded me that the 
strike was directly related to the fate of the 
flight attendants . Sile begged my support, She 
gtsked me sincerely for my support. Then I 
agreed eventually. 
This kind of social relationship was the most 
effective way to rally support as it was difficult for the 
flight attendants to reject the sincerity of other 
colleagues and the most crucial was they had disclosed the 
necessity of participation to other flight attendants. The 
urgency and severity of the problem facing Cathay could 
only be solved by their participation. Some activists 
adopted the methods of door-to-door canvassing in order to 
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gain more support. Thus, as mentioned, shuttle buses were 
stationed at the Whampao Garden and Laguna City for 
ensuring some potential flight attendants would be 
11
 captured" on the scene. 
The reasons for the participation in support of the 
strike were quite diversified. Some activists believed 
that it was the great time to show the company their sense 
of unity and that the understaffing problem should be 
handled as the first priority. However, other flight 
attendants might join the strike for emotional reasons. 
They were moved by the enthusiastic climate outside the 
airport terminal or their friends or senior staff drove 
them to do so. They believed that the management should 
be blamed for breaking agreement, conning or adopting hard 
line tactics towards its staff. The aim of the strike was 
clear as they wanted to "show the company" their 
solidarity. 
The flight attendants who had just learnt of the 
strike, however, had a paradoxical feeling towards the 
action. While they thought that they should voice their 
grievances to the management and resented the feeling of 
being neglected, not all of them supported the strike as 
some felt that their conflict with the company was 
essentially a "family matter". Cindy said 
Yes, we like our job, but they (the management) 
thought that just because we were young girls 
who would not question them, they could carry on 
using us as dupes, they thought we were dumb 
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that would who accept anything they threw at 
us. Well, ,enough was enough. 
However, she had this interesting comment on the 
strike 
It was not a strike for the staff, it was also 
for the company. The whole company was a in 
family that all the affairs should be handled by 
cooperation and shared among ourselves. 
This sense of family shaped the course of the strike. 
The participants were interpreting events with this 
feeling. Later on, the participants broke out of their 
sense of obligation to develop another sense of group 
solidarity. Individual members became increasingly ready 
to take personal risks on behalf of the group as a whole. 
As argued by Gamson (1982), raicromobilization is not 
only the context in which collective identities and action 
frames are constructed but also where the locus of 
loyalties are created. The development of identity was 
important in contributing to the bases of solidarity for 
collective actions. Thus, the role of flight attendants 
perceived in the strike was shaped by their sense of 
loyalty -- loyalty as a Cathay staff -- that I now turn to. 
Actors consciously struggle over the, power to 
construct new identities, to create spaces for autonomous 
social actions and reinterpret norms and reshape 
institutions. Identity is the product derived from 
participants and their cultural configuration. In Cathay, 
the social relationship established generated such cultures 
as "corporate family11 and "camaraderie feeling" among the 
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Cathay staff. .The influences of these cultures can be 
revealed from a series of norms representing that they are 
all self-disciplined and they are in the same "Corporate 
Family". 
The norms can be reflected from their discourses. 
Their words and deeds could be defined as a discourse that 
reflects actors' perception of a social order and is based 
on interpretations of current situations, themselves and 
others. Inevitably, there existed a series of self-
referential indicators among the strikers which showed 
their strength of unity. The sense of unity among the 
strikers could be revealed from Ili's words, 
It was vital that all our members fought 
together for a common interest. We took this 
action because everyone in the union was fed up 
with the management. More crucial was we could 
obtain widespread support. We were all united 
against all the odds• 
The meaning of the strike for the flight attendants 
was not only about arguing for better wages and working 
conditions it also marked a challenge to the authoritarian 
management by showing the collective strength of the union 
and also the flight attendants. However, the strength of 
unity was constrained by the corporate culture established 
in the minds of the flight attendant. Their perceptions 
of the strike as a family affair illustrated the influence 
of the corporate culture on the strikers. This feeling was 
sharp as Anita described 
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Cathay is a good company. We love Cathay but 
certainly npt the management. It was the habit 
that we could voice our grievances out. The 
most disappointment was about how they treated 
its staff who had played great effort to set up 
the, good company's images. We always thought of 
the traditional Cathay culture guaranteeing a 
good life for its staff, maintaining harmony and 
a warm working company. 
To begin with ttie analysis of identity, participants 
see their role as a Cathay staff which becomes the most 
salient and powerful force for triggering the strike. The 
participants defined the industrial dispute as a "family 
affair" and were not willing to aggravate this family 
relationship. Anita expressed her view that strike 
against the company was the last resort 
I i didn't want to destroy the established good 
relationship between company and the staff. We 
preferred negotiation to taking strike as the 
solution. Although we decided to strike, we 
hoped that this would not hurt our relationship. 
For those who were still undecided in joining the 
strike, they had a very strong sense of loyalty to the 
company and a keen sense of belonging to the big family of 
Cathay. They had confidence in the company and hoped that 
it would continue to treasure its cordial relations with 
the staff and use peaceful methods to settle the conflict. 
They found it difficult to identify with the strikers as 
their grievances were not as great as those of the seniors 
who were now on strike. Their identity was still one of 
a Cathay family member. 
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Cathay Pacific Airways had a strong images among the 
airlines. Its authoritarian management style was also 
renowned: as the most effective means to control its staff. 
Although the company was authoritarian, its staff was proud 
of the company as the management would cater for the needs 
of its staff at their very best. The management attempted 
to build a "family feeling". The pursuit of excellence, 
customer satisfaction and a team-family atmosphere of 
caring involvement and commitment carried a set of 
attitudes towards the company. As discussed in Chapter 
Four, as the corporate culture took hold the employees 
began to assume the habits of the cultural values that were 
manifested in their language forms, in their inter-personal 
interactions and in their sentiments towards the company. 
Carey missed the traditional form of management and showed 
her sympathy for it: 
You know, the management was the father that 
provided the family member a living, and the 
senior pursers were the bridges to express our 
inquiry to the management. The senior pursers 
played the role of big sisters who were 
authorized to supervise and design the routine 
job. 
The flight attendants interpreted their role as a 
Cathay staff in the initial stage of the strike. The 
management had successfully built up "the feeling of 
family" among the staff. Hence both the management and its 
staff rejected any support from a third party. The 
response from the management was so firm that they believed 
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that "the conflict between management and its staff was a 
family affair and no one could help to solve this". In 
order not to push the conflict into a deadlock, the flight 
I 
attendants also were inclined to solve the problem by 
themselves first. Efforts were made to retain this harmony 
and cooperative relationship. As H i expressed 
it was indeed true that the cabin crew culture 
in this company had inculcated in each, or most, 
of us a very positive code of work ethics which 
was often projected as a sense of duty and team 
spirit. The most disappointment then fell on 
how they [the management] treated its staff, the 
harmony and warm working spirit should be 
maintained. Striking was the effective channel 
to air our grievances since we had already tried 
other methods, 
In the early period of the strike, the strikers 
described themselves a Cathay staff and putting more 
I . • 
emphasis on maintaining the good relationship, good images 
of the company. Hence even after the strike took place, 
the strikers still worked hard to maintain the image of 
well—disciplined staff* Anita -described her decision to 
strike 
Once these practices (acting down or up the 
position) became normal operational requirement, 
the crew morale would sink even lower., The 
cooperative working habits would decay to 
nothing. The effort of the company to build a 
better image was all gone. We should protect 
this team spirit. We were proud of Cathay. 
Confidence and cooperation was very important to 
the success of Cathay. Hence, it was not a 
strike only for the staff, but also for the well 
being of Cathay. The corporate affairs should 
only be handled in this cooperative spirit if 
Cathay wanted to maintain its success. 
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This kind of affection resonated among the staff, as 
they cared very much about the fate of the company. They 
certainly preferred that matters should be treated within 
the company and they rejected any assistance from a third 
party. This culture, either formally or informally, 
facilitate micromobilization by keynoting norms for the 
alignment of personal and collective identities. Team and 
family were promoted as the forms of social organization 
that would achieve the company's goals. This team and 
family became forms in which people identify their place 
within the company and that shaped their interactions with 
each other. The flight attendants described themselves as 
an employee in Cathay which encouraged group commitment for 
collective action. The key corporate vocabulary of "we the 
Cathay staff", "family and team spirit", and "well 
disciplined workforce" were displayed constantly among the 
strikers' orientation and in their subsequent 
interpretation of their role in the strike‘This culture 
had deliberately constructed and actively promoted a set 
of latent values, beliefs and practices. The strikers 
reported a high degree of loyalty to the company and a 
belief in the company's loyalty towards them. In 
particular, they believed that Cathay would "look after" 
them and that if they did a good job they would not be laid 
off or displaced. The maintenance of this belief was 
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important for the maintenance of the psychological bonding 
required by the strikers. 
One crew, Johnny, felt disturbed when the senior 
I
 a 
pursers persuaded him to join the strike. He described his 
attitudes at that moment 
At the very beginning, when a senior pursuer 
requested me to join the strike which I had 
already expected, I was utterly confused, 
disconcerted and I even felt guilty. It was the 
company who paid me for work but now I could not 
meet the requirement. I didn't want to destroy 
the well established relationship between the 
staff and the management. It was not so 
appropriate to use strike, I thought. But in 
the end, accepted the action which was also 
another kind of way to help the company and also 
ourselves. 
During the strike, the strikers developed a harmonious 
environment and tried hard to maintain the good image of 
the company. The perfumed picketline was well disciplined 
and well orchestrated. The tactics adopted were mild. 
Carey recalled her feeling 
Although we expressed our problem to the 
management, it was also important that we not 
damage the image of the company. It was the 
right time to fight for our deserving interests. 
We were here to express but not to destroy the 
company. We didn't want to see that happen. 
At the very beginning of the sit-in, the cabin crew 
did not join the strike actively because they were shaped 
by the corporate culture — a family-like feeling that the 
staff should not revolt against the management. However, 
the strength of their identity weakened when the management 
neglected the requests of the staff which implied the 
strikers were not regarded as a part of the family. 
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Concluding Remarks 
The culture of Cathay was very crucial in shaping the 
course the strike. The strikers have to protect the 
company's image although their claims laid on the wage 
adjustment. Their efforts in joining the strike stressed 
on the maintenance of the cooperative family feeling. The 
influence of this corporate culture was generated from the 
daily interaction pattern within the company as discussed 
in Chapter Four. It is not surprising that the well-
disciplined nature of the strike was the product of this 
corporate culture. In essence, the legitimation for 
triggering the strike also originated from this Cathay 
culture. 
To sum up, the face-to-face interaction and network 
encounters at the initial stage of the strike functioned 
very effectively in triggering off and maintaining the 
strike. These micromobilization:contexts also constituted 
a sentimental stimuli which directly aroused, the attention 
of the flight attendants to join the strike. This is not 
to deny the importance of such structural factors as the 
role of unions, the previous experiences of the flight 
attendants or the institutional bargain in Cathay. 
However, the attitudes of the strikers and their perceived 
roles in joining the strike become another basis for 
examining the mobilization process of collective action. 
107 • 
The. Making of Corporate Identity 
With the back up of around 500 flight attendants who 
participated in the walkout, the FAU insisted that any 
‘ . 
• 
further negotiations must be centred on three main areas 
0 
of concern namely, the staffing level, the reinstatement 
of the three dismissed cabin crew and also the pay level. 
However, the insistence of Cathay management on taking 
disciplinary action against the flight attendants was seen 
I as a challenge to the workers' right to strike and to 
collective bargaining power in general19. When the 
. 
management did not make any concession, the flight 
attendants lost their loyalty and trust towards the 
management. The basic grievance (wage and working 
I 
conditions which were regarded as a family matter) was 
extended to a more societal issue (the right to strike, as 
the management insisted on applying the victimization 
clause to the active participants)• On 22nd January, the 
picket line moved to the Goverment House where about 1,000 
flight attendants appealed to the governor to intervene 
after 13-hour talks failed20. The flight attendants then 
shifted their focus to the claim against the "Qiuhou 
Suanzhang"21. Extensive support was sought after the 
19
 19th January 1993, South China Morning Post. 
20
 0 n 21st January, both sides agreed to restart negotiations. 
Aareement was reached on most major issues, but talks failed on the 
threat of disciplinary action against those "actively" involved in the 
strike. See South China Morning Post 22nd January 1993. 
21 ..Qiuhou Suanzhang" [literally it is settling the bills after 
-llt.limnl is the idiom that was borrowed from the students movements in 
Fourth-June in China, for a widespread purge had been taken place 
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negotiation sessions with the management had broken up. 
. 
More than thirty local labor groups including the 100,000 
strong • Confederation of Trade Unions, the Hongkong 
. . 
Professional Teachers' Union and the United Democrats of 
Hong Kong expressed their support. 
m 
.in essence, the victimization clause was the hindrance 
• 
to resolving the strike. Consequently, FAU shifted the 
focus of grievances to labor's right to strike and also the 
• disciplinary action towards the strikers. We might 
B 
consider the change of grievance pattern as a tactical move 
K 
by the FAU to rally more extensive support. From a 
I 
cultural perspective, however, the implications of the 
changing grievances throw light on firstly how the locus 
of loyalty for the strikers changed in the course of the 
I strike and secondly how the dominant belief was replaced 
by another belief that bound the strikers together. It 
is why more and more flight attendants joined the strike 
as the issue was escalated to a societal level. 
B . 
B •:.•:'..'::‘,:“:'’.. • 1 . . v …‘ . . ...,, :s v. , ••] / / . . ' H 
B ..n”:’ , . : . ‘ “ - . • •,,--. ., . 
after the student movement. The metaphor is borrowed to describe the 
management's attempt to punish the on^s who had actively participated 
in the strike_ 
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Culture of SolidarUy: Camaraderie Culture 
Solidarity forever, forever and forever22 
When considering the mobilization factors in 
I collective action, effective leadership, solidly unionized 
organizations or favorable outside support become the 
prominent factors. In the Cathay Pacific strike, the 
I strength of the union, undoubtedly, showed how effective 
the leadership was in the mobilization process. These 
structural potentials certainly helped to demonstrate how 
the strikers were mobilized. However, the task here is to 
I understand how and why the role of solidarity succeeded. 
Most important is to examine the meaning attached by actors 
I to the situation. In Chapter Five, I analyzed how the 
influences of corporate culture became the pronounced 
mechanism for the bonding of the strikers. In this 
I section, discuss the process of how the "Team Culture" 
I was precipitated into “ the dominant culture. This 
I camaraderie feeling was enhanced when the management 
neglected the staff's welfare, fostering the development 
j
 o f another basis of unity __ the sense of alienation which 
led them fight for their dignity. The creation of meaning 
I
 a n d interpretation here after among the strikers was 
22
 This was the slogan among the‘striking flight attendants. 
110 
1 ::3: J . ‘ d * ’ …'I : …’ ’
 r 




obviously different from the previous situation, the issue 
was no longer treated as an internal matter and the 
I strikers stood firm on the justice and righteousness of 
their cause. Mutual consensus was established among the 
I 
strikers in the meantime. 
mm. 
‘ 
.In contrast to the initial stage, through a series of 
9 
! interactions, the "sister" feeling began to function and 
I forged a new sense of unity -- team spirit among the 
strikers. This transformation of feelings was apparent 
especially when thousands of strikers slept outside 
I Government House as the management adopted high-handed 
I tactics towards the strikers. More than 1,000 flight 
I attendants took part in the strike. After a process of 
I negotiation and identity searching among the staff, 
I participants developed a common identity and hence a "we" 
group was formulated. The activists were able to carry out 
their strength-in-unity theme into a variety of 
I interactions. At that time, the morale of participants was 
the highest and their solidarity was the greatest. 
I On top of that, the tough stand adopted by the 
I management had given the staff the image that it was not 
I only uncompromising but also heavy handed. The staff began 
to lose their trust in and loyalty to the company. 
I 
Accordingly, the strong tie between the management and its 
I
 staff as part of Cathay's corporate culture was gradually 
weakened. Flight attendants who originally supported 
.Ki^uA-f ’:, • : . ; : . ‘ ' . . . ' . " ' ' \ t ‘ 
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. 
negotiation with the management began to move to the 
• ‘ 
strikers' side• Ili said: 
We- were driven to revolt, the management had 
already touched our baseline. It was the time 
to show them how unreasonable they were to 
demand so much. Every year our pay increase was 
not enough to cover the inflation rate and we 
had never done anything about it but complain 
… . I f we did not win, I would leave. 
She continued to mention the relationship between 
management and the staff and also the growing sense of 
alienation 
There was a lot of uncertainty and the company 
had not answered questions to clear the puzzle 
up. People genuinely felt that the company 
would say one thing and do something else. How 
frustrated we felt. 
After two rounds of negotiation, both sides failed to 
reach any compromise on the punishment of active strikers. 
I Both sides had already reached agreement on most of the 
I major disputed issues23, but Cathay had consistently 
threatened action against the FAU members who the company 
felt had "explicitly refused to work". The punishment 
I could range from a warning letter to dismissal actually 
more than 100 warning letters had been sent out24. 
Although the issue was now turned into a more societal 
23
 For example, the company pledged to set up a schedule for 
annual pay talks and was prepared to "talk numbers" immediately after 
r return to work of the flight attendants. Moreover flight 
Attendants wanted a three percent rise on top of a cost of living 
increase The airline had offered a total increase of between 8 5 
oercent to 14 percent. Furthermore, the future of three sacked^flight 
Attendants who refused to "act down" and undertake Dunior duties was 
also assured. 
24 22nd January 1993, South China Morning Post. 
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nature, a thousand flight attendants (2000 members at its 
climax) joined the slept-in outside Government House25. 
The mission of the strikers was to protect their own 
dignity and principles towards their rights as workers. 
Anita objected vociferously towards the act of "QiuHou 
Suanzhang" from the management 
How can the company expect us to go back to work 
if they were going to victimize those who had 
supported the strike? We would not be acting in 
the best interests of members if we let them go 
back with the threat of dismissal hanging over 
them. The management went too far, it was the 
first step that they disregarded our 
relationship. We totally lost confidence in 
them. We were victim but the management 
miscalculated that we could gain such widespread 
support. 
The common plight of protecting the dignity and 
principles of cabin crew now challenged the influence of 
the sense of "Cathay Family" culture along with the 
diminished confidence towards the management. This 
"generalized belief11, which countered the corporate 
culture, illustrated a changing perception of strikers 
regarding their action. The following section will focus 
firstly on the different mobilizing acts that sustained a 
substantial number of strikers with special emphasis put 
on their perceived roles and meaning attached to the 
situations and secondly on the culture of solidarity that 
ran throughout the later stage of the strike, especially 
25
 25th January 1993, South China Morning Post. 
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grounded in the fact that the issue had changed from an 
internal matter into a more societal level issue. 
Mobilizing the Members 
Mobilization tactics of the strikers can be examined 
in two aspects. The first is how the strikers justified 
their action. In short, the more integrated a striker was 
into the aggrieved community, the more readily he or she 
can be mobilized for protest. The second is the role of 
leaders in rising the strike. Leaders here comprise not 
only the union activists but also those who took a leading 
role in the interaction of the strikers, in this case, the 
senior staff in Cathay Pacific. 
Problem identification was not an automatic process 
discussions among workers created definitions of 
situations. The changing nature of the Cathay Pacific 
strike demonstrated how the workers‘ negotiated among 
themselves for defining a new mission. Almost without 
exception the strikers felt a moral obligation, a sense of 
propriety, to continue wQrking for collective action. The 
findings also suggest that while a principle of 
responsibility was perhaps widely shared, there was 
considerably variability across individuals regarding the 
problems to which people felt obliged to respond. A sense 
of duty was nurtured among movement adherents and an 
ethical responsibility to themselves also. Carey who had 
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not expressed her support for the strike at the earlier 
stage demurred the heavy-handed tactics of the management 
There was no trust and harmony anymore, no 
genuine integrity. There appeared to be changes 
for changes sake. We did not feel the company 
would do what they said. The whole company had 
recently changed and forgotten about the welfare 
of its employees, caring only about cost cutting 
and profit. The morale was at rock-bottom and 
had been since last year's flight attendants' 
strike as I recalled* 
When compared with her previous position, Carey showed 
a different attitudes towards her action. The strikers 
realized their motives and attitudes were clear and 
believed that no one was involved in the strike because of 
self-interest. The sense of alienation towards the 
management was obvious among the strikers since all the 
blame was cast on the management. Liza's justification of 
her stand in the strike shows the significance of the 
mission of justice and righteousness in calling for a 
strike 
It was not a matter of money. The aim to have 
these three girls reinstated, to improve our 
conditions and a salary increase was no longer 
the most important. The principles and justice 
as being a company member or more specifically 
labor rights was the first priority. Sometimes, 
we felt depressed but it made us feel stronger 
because we knew it was for a good cause. 
She continued 
We were sorry for the passengers, the situation 
was not our design, but human rights are 
everyone's rights and we had to continue to 
fight. We loved our jobs, but we felt we had to 
do this• We only made a fair deal. 
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When Cathay management insisted on the victimization 
clause, the strike escalated with more than a thousand 
flight attendants demonstrating outside the Government 
House. The FAU hired 10 coaches to take protestors from 
outside the airport offices at Kai Tak to the Governor's 
residence. The mission of the flight attendants changed 
gradually from protecting the image of the company to 
fighting for their dignity and principles of FAU. 
Consequently, the sense of alienation surged. A changing 
attitude could obviously be found, with the staff siding 
with the management at the initial stage but followed by 
a clear-cut boundary dividing the management from the 
flight attendants. This changing pattern signified the 
dissension between the management and meant the strikers 
and compromises could not be reached easily. 
Significantly, the mission of the strike was also 
recast in terms of upholding the principles of trade 
unionism or even further to labor rights in Hong Kong. The 
creation of the sense of justice and righteousness ensured 
their commitment to maintain the strike. Carey expressed 
the view that the industrial dispute was inevitable 
It was an inevitable war between us and the 
management. We truly believed that the union 
was in the right here and our action was both 
legal and justified. Success depended on our 
collective spirits. We had to protect our 
dignity, we were not naive and not only 
responding with "yes" to them (the management). 
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This position was different from both self-interest 
motivation and the "family feeling" of the earlier stage. 
It was however, the creation of a common plight (the 
development of alienation, the importance of their 
collective responses) that dominated their perception 
towards their own action. The normative principle of 
fighting for their dignity and basic rights helped to 
sustain their spirits for collective action. In short, the 
strikers were willing to participate in the strike (shifted 
to a more societal level) when the activists stressed their 
obligation to defend labor rights as a whole. As Anita 
said 
Nobody except ourselves would help. When we got 
involved in this strike, we were prepared for it 
to take days, maybe even weeks but we had got 
spirit behind us and we were quite happy to 
stand firm for principles . . • • We were in the 
same boat together. We either rowed together, 
united and safely went across or we drowned 
separately. 
Using Snow's term, this "generalized belief" described 
the immediate impetus to collective action. The beliefs 
of common plight, alienation and justice were constructed 
to legitimize the strikers' support for their own and 
others' activism. It is important to recognize, however, 
that the processes of reaching a common belief "are 
overwhelmingly not based upon observation or empirical 
evidence available to participants, but rather upon cuing 
among groups of people who jointly create the meanings they 
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will read into current and anticipated events" (Snow et al. 
1986)• Mobilization could become successful only in the 
context that this group of people felt that they were in 
the same boat and that their cause was legitimate. As Anita 
expressed her concerned 
I always believed that the company would take 
care of their staff. But the truth told us that 
they would not. The "blackmail" really showed 
that the management was heavy handed and 
selfish. At that time, I had a strong feeling 
of team spirit. We sang, shouted together and 
the most important thing was that we were 
fighting for the same purposes. 
The motives and attitudes of the strikers were clear 
and they stemmed mainly from the heavy-handed tactics of 
the management. In fact, the "climate" also prompted a 
sense of integrity among the strikers• The strikers 
described themselves as "sisters". Anita was impressed by 
the collective strength created among the strikers: 
I had no idea that I would sleep in the street 
on a cold and rainy nights . What's the purpose 
for that? We believed that we were right in 
protecting our dignity and it was a matter of 
principle that we had to insist on our demands 
• • . . Thousands of cabin crew stood under the 
cold wind for their legitimate rights We were 
united. 
She continued to recall the situation: 
We were just girls who were brave enough to 
express our grievances to the authoritarian 
management. I thought just because we were 
young girls, and we were girls who would not 
question them (the management) • They thought 
that they could carry on using us as dupes, we 
were dumb and we would accept anything they 
threw at us. Well enough was enough. The 
temperature was only 10 degrees, we kept the 
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spirits ‘ up by singing and dancing, we had 
learned a valuable lesson. 
Their spirits were reinforced when they received 
different sorts of verbal supports from the people passing 
by. The strikers bolstered their shared feelings, singing 
their most famous slogan "low, low temperature, high, high 
spirits", in order to boost their morale. The mobilizing 
participants shared new beliefs which are framed during the 
course of strike. In short, a clear and different set of 
beliefs was developed when compared with the previous 
"corporate culture". 
How were these common beliefs generated? These 
intense spirits were generated from different sorts of 
communication networks and also, undeniably, from the role 
of leaders. 
The Role of Leadership 
Micromobilization contexts also comprise a 
communication network or infrastructure, the strength and 
breadth of which largely determine the pattern, speed, and 
extent of a movement (Smelser et al. 1988) . The 
"communication network was obviously controlled by the 
unionists. 
In essence it was the activists that played the 
leading role in maintaining the solidarity of the strikers. 
At the initial stage, the corporate culture dictated the 
mission of the strikers. However, at the later stage, 
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solidarity that ensured individual commitment to group 
ideologies, goals and tactics were established by the 
senior staff and the striking cabin crew. The role of 
senior staff is salient in this stage as they became the 
major communicators and coordinators. 
In the later stage of the strike, some senior staff 
acted as "communicators" to share the feeling of the 
strikers and gave emotional support to the strikers. Cindy 
recalled 
Orchestrating the picket-line chorus lines were 
70 flight attendant union "communicators" 
assigned to keep members informed and supervise 
the proceedings. 
In Chapter Four, different social relationships 
established between the senior and junior staff were 
analyzed. As the later stage of mobilization, the staff 
sub-culture overshadowed the corporate culture and the 
influences of the seniors became the key that stimulated 
and maintained the spirit of the strikers. Each group was 
headed by one or two senior staff. Most of the group 
leaders were the senior staff. There was a pattern that 
showed how the crew in the same haul were organized 
We were organized by the group leaders who were 
the senior staff in the same haul. They were 
just like an elder sister leading the younger 
daughters. Each group was divided along the 
whole team of cabin crew in the same flight 
route. The communicators kept us informed and 
they were responsible to clear up our puzzle 
during action (Carey). 
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Karen agreed the role of senior was important in 
maintaining their solidarity 
We could not always attend the union meeting as 
it was highly confidential. The messages then 
were brought to us by the senior staff. Most of 
the time, we (the striking cabin crew) read 
newspapers together and discussed the issues. 
As mentioned, the foreign senior staff would take more 
care of those juniors of the same nationality. This 
emotional support was crucial for them to maintain 
collective action. The Korean and Japanese cabin crew had 
a strong sense of cohesiveness. During the meetings in the 
church, many small groups were organized under the 
leadership of the senior staff. The union activists 
organized the tactics of the strike while other senior 
staff attempted to maintain the integrity of the strikers. 
The vocabularies of motive conveyed in these contexts were 
focused mainly on the efficacy and propriety of the 
participation in strike, "The success depends on your 
participation" , 11 if you don't join our line, then we would 
lose everything", "we had to protect our dignity and no 
concession would be granted to the management". These 
sentiments again stressed the importance of collective 
participation and clarified the necessity of collective 
action. As commented by a senior purser, Ili: 
I did not know if I were helping somebody who might 
not be able to do something or did not know how to do 
what I could do for her. It was just like raising a 
child. We could not tolerate anybody who was going 
to victimize our members. We should act collectively 
to show the company our strength. 
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A junior staff, Karen, decided to continue to strike 
because she thought that they belonged to a same group and 
her senior staff treated her well 
There were many things that the senior one 
teaches me, we are a team, just like a family. 
Thus I supported the strike. They told me it 
was a harsh war and the most crucial thing was 
we kept ourselves in line. 
In short, the role of a senior was to communicate and 
share the feeling of the strikers and also transmit the on-
going messages to the juniors. Liza described the role of 
the senior in the strike 
The senior staff helped me to think thoroughly 
and change my thinking on industrial action, At 
the very beginning, I thought that it was too 
radical to take industrial action as a threat to 
the management for increasingly our salary. But 
then, I was wrong, it was not just a matter of 
the salary but also linked to the status of the 
union as well as the dignity of being a cabin 
crew. It was not to deny the role of union, but 
I thought that the seniors were more important 
since the seniors would try to keep direct 
contacts with us . 
Culture of Solidarity Camaraderie Feelincr among Strikers 
The strikers at this stage started to view themselves 
as the strikers for dignity and righteousness. Strikers' 
culture -- camaraderie feeling was being shaped. The 
indifference of the management towards the strikers 
(especially the management announcement that all profits 
would be donated to the Community Chest on condition that 
the cabin crew stopped their collective action) reinforced 
their mission to strike. This reinforced the development 
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of a mutual agreement among the strikers that they were 
sharing the same difficulty. As mentioned, seniors in 
Cathay Pacific served as big sisters, supervising the 
performances of the juniors. The sense of "sisterhood" or 
"camaraderie feeling" therefore was established among the 
flight attendants. The bonds of the staff at this later 
stage fostered a counterculture, substituting for the 
corporate culture that initially fired up the mass. To go 
on strike was to deny the existing distribution of power 
and authority. The strikers ceased to respond to 
managerial commands and refused to do his/her work. 
Acceptance of this ideology created a sense of common 
plight, and it led to the mobilization of committed 
participants to collective action. Anita was proud of the 
team spirits of the strikers, since she had never believed 
that the flight attendants would be so united 
We were united as a family, the word "sister" 
among ourselves tightened our relationship. We 
were so close and I was so proud when I found 
that still thousands or hundreds of flight 
attendants cooperated on the same mission. The 
management then actually provided the 
opportunity to show their real faces to us, it 
also gave us the chance to understand more about 
our colleagues. Perhaps we practised the team 
spirits again but this time to protect our 
dignity and principles. 
Obviously, the relationship between junior and senior 
changed. They treated themselves as a team or even a 
family. In essence, the problem of their dignity and 
principles were the product of on-going interactions with 
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the management and also among the strikers themselves. 
Cindy accepted the ideas from the senior staff and she was 
impressed by the strength of collective power during 
action, 
When we fought together, the senior one 
frequently explain to me her opinions on the 
matter, her attitudes to the company. As she 
told me, the strike was not limited to 
requesting more wages but also protected our 
status. It was also significant as it did 
reflect the labor law was out-dated. It was 
valuable to have a great chance to show off the 
company off our unity. If this sense of unity 
was lost, then I thought I would not stand firm 
any longer. 
The spirits and information were all sustained by the 
seniors. This situation also created a sense of 
"camaraderie culture" among the strikers. In short, 
successful mobilization depended on this shared belief 
established among the strikers. Polarization of conflict 
between the management and the staff was used to build the 
strikers' solidarity and identity. This strengthened the 
coiranitment to the movement's ideology the principles of 
their group seemed more right, and the management were 
wrong. Commitment to principles kept people involved in 
the group. Karen was committed to the group identities and 
strongly rejected the victimization clause 
We could not tolerate any victimization clause 
applied to any strikers, it was unfair and 
ridiculous.. We chose to strike together, then 
we also had to bear the consequences together. 
I always believed that the senior staff sided 
with the management, so I did not join the 
strike at the very beginning. I was biased, the 
strike was also related with the much broader 
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issue --’ labor rights and our dignity. I knew 
that we were united and our team spirits should 
not be disintegrated by these rank and file. We 
were sisters in the same family and we had to 
support each other. 
All the cabin crew supported each other physically and 
emotionally. They shared the feeling among themselves, 
singing slogans to boost morale of the strikers and 
volunteered to take shifts and replace sick strikers. The 
intensity of the atmosphere on the scene extended 
throughout the strike. It was significant that the 
solidarity of the strikers was established on the basis of 
"camaraderie feeling" among the flight attendants. The 
corporate culture was obviously replaced by this mutual 
consensus among the strikers. In short, their "team 
culture" was the key factor sustaining the strike at the 
later stage. 
Concluding Remarks 
There has been a lot of work on how existing social 
ties are used in mobilization efforts (Pinzard 1971, Snow 
et al 1980 Oberschall 1973 and Morris 1984) • But there 
has not been much empirical work which examines how and why-
emergent solidarity is created in movement organizations. 
Fireman and Gamson's admonition to social movement 
theorists remains relevant, "it should be one of the 
empirical tasks of research from the resource mobilization 
perspective to identify what strategies are most useful 
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under what conditions for increasingly solidarity" 
(1982:23). About I examined how the initial identity of 
"corporate culture" was superseded by the identity of "team 
culture" among the strikers. Either the "corporate 
culture" or the "team culture" served as the initial 
impetus for the strikers or to maintain their action. This 
chapter thus explained how the emergent creation of 
commitment to group goals and strategies is an important 
feature of mobilization. It is the sense of corporate 
culture and camaraderie feeling that triggered off the 
strike and also maintained the strike. All the tactics 
then were interpreted according to these cultural values. 
These cultural values helped to depict the uniqueness of 
the mobilization process in Cathay Pacific Airways. In 
essence, the creation of solidarity and identity also 
stemmed from this cultural basis. Only by grasping the 
role of this cultural values could we account for a 
thousands of cabin crew standing firm against the company's 
disciplinary action and defending the right to strike. It 
was not only the words which showed their shared beliefs. 
Their deeds also disclosed the influences of their culture 
--one originating from the corporation and other stemming 
from the strikers themselves. 
To conclude, the strike created a context in which 
values and moral sensibilities were reframed to buttress 
the definition of the new situation. These values and 
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moral sensibilities, especially when they were subjected 
to change during the action, can be reflected by contexts 
of face-to-face interactions and network encounters. Last 
but not least, two theoretical arguments are then 
substantiated in this study. Firstly, formation of 
identity is emergent from the on-going situations of 
collective action and secondly, the influences of cultural 
norms and values are important in causing and sustaining 




Bringing Culture Back in Collective Action 
My theoretical focus in this paper has been on the 
cultural dimension of social movements. I have opted for 
this cultural approach because most previous theories of 
social movements, including resource mobilization theory, 
were by and large explanations of "how social movements 
come about", and not so much explanations of "what social 
movements are about". The theoretical interest here, in 
short, has been on the "mechanics" of social movements. 
What these theories tend to overlook is the possibility 
that social movements are also sparked off and sustained 
by sentiments rooted in the larger contexts -- events and 
developments that are evoked during collective action. To 
understand social movements, one therefore has to take into 
account the larger contexts of culture and history. 
The social dynamics in the Cathay Pacific strike lend 
support to the micro analysis of collective action. This 
exploratory study suggested why apparently high-status 
flight attendants could be attracted to beliefs and forms 
of collective action which would obviously threaten their 
careers. The more rationalistic theories like resource 
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mobilization theory do not suffice to account ic/r this 
great enthusiasm shown by the flight attendants for 
collective action. Therefore, other concepts and theories 
are needed. 
Two inter-related cultures, namely, "corporate 
culture" and "team culture" were identified during the 
Cathay strike. By analyzing different social ties in 
Cathay, we can examine how these "cultures" were embedded 
in the daily interaction of the Cathay staff members and 
how it dominated the orientation of the strikers. Loyalty 
and cooperation with the management was the dominant factor 
limiting the scope of collective action at the earlier 
stage of the strike (family affair)• Thus, the identity 
of "We members of the Cathay Pacific Airways" governed the 
attitudes of the strikers. 
This sense of loyalty among the flight attendants was 
developed from the interpersonal interaction in the 
company. The authoritarian management instilled a strong 
sense of loyalty, obedience and discipline in the company 
culture. The collective action facilitated by this 
corporate culture tended to be more limited and restrained 
and even professed to protect the good image of the 
company. 
This corporate culture was later challenged by another 
"Generalized Belief" -- their "team culture" which 
accounted for the development of the mutual consensus 
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established among the strikers. This mutual consensus 
represented the unifying norms that were forged by the 
striking flight attendants during their action. The norm 
of "sisterhood" and their mission of defending justice for 
the whole team developed subsequently. This finding is 
significant in disclosing the importance of cultural 
configuration in collective action which provided the 
answer for why and how the high-status flight attendants 
were attracted to collective action. It was not only a 
planned collective action but also a reflection of their 
status in the company. They were indeed committed to the 
family atmosphere in the company. 
Since the cornerstone of the micromobilization 
approach is to examine the interactive roles of the actors 
in different encounters, it becomes the most effective 
method to study the dynamics of collective action, 
especially those like the Cathay strike with the transition 
in identities evident in the course of event. Then, 
micromobilization events, by articulating interpretations 
of events and grievances^ will be critical to the emergence 
of a strike. Face-to-face encounters and network 
encounters in the micromobilization approach not only help 
to explain how the strikers were mobilized but also help 
to account for the perception of the strikers towards their 
action. It may be simplistic to attribute a strong 
altruistic principle or utilitarian calculus to the strike, 
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but the circumstances of the strike meant that strong 
feelings of mutual solidarity were generated among group 
members. Thus, the strikers in this sense are not only 
resource mobilizers but also resource generators. As 
Morris argued (1992)# actors in collective action always 
try to formulate, reformulate, produce and reproduce 
interpretations of their behavior. The making of 
collective identity in the Cathay strike supports the 
argument that the formation of collective identity is 
emergent and is a on-going process. 
In Hong Kong, most researches have focused on the more 
"structural" or "external" determinants of collective 
action. Seldom had they probed into the micro-level of 
collective action. This study attempted to support the 
significance of a micro-level analysis on the mobilization 
process by analyzing the importance of culture and identity 
formation in collective action. 
In the analysis of the Cathay strike, I have tried to 
show that the strike to a large extent derived from the 
ideas, values and identities of the participants during the 
course of the strike. I have also tried to demonstrate how 
the strike changed in nature. During the strike, when the 
participants articulated intrepretation from major ongoing 
events, they created their own meanings or justifications 
regarding the strike situation or provided their own 
rationales for their actions. It is my contention that 
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such changes, in cultural praxis during collective action 
provide the key to understand the development of the strike 
and reflect the uniqueness of Cathay Pacific Airways. 
Regarding the resource mobilization approach, I have 
illustrated how it was insufficient to investigate HOW the 
actors were attracted by their beliefs or norms. Human 
beings are embedded within cultural contexts that provide 
them with belief systems which guide their actions and 
infuse them with meaning and comprehensibility. This is 
especially true in the study of the Cathay strike because 
it focuses on actions in which cultural values are both 
constraint and facilitators. Hence, one central message 
of this study is that culture must be brought back into 
social movement analysis. In a word, it confirms the new 
social movement argument about for the originality of how 
different values, actions forms and constituencies of 
protestors are created.. 
In essence, collective action creates a context in 
which ideas emerge and are subjected to scrutiny and 
renegotiation. Thus, the meaning and interpretation of 
collective action of the strikers are not only revised by 
individuals but are constructed in the situational context 
of varied different patterns of interaction among strikers. 
The study of the different events during the strike also 
provided a concrete picture of how the strikers are 
influenced by their cultural values. To conclude, social 
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movements are more than, and hence cannot be understood 
solely as, strategic collective actions to confront an 
established authority. What inspires and motivates a 
social movement can be a commitment to an idea or 




Information about the Interviewees 
pseudo- rank ‘ nationality years of Date of Duration 
service interviews of 
n a m e s
 interviews 
H i chief pursur Malaysian 10 Dec 93 1 hour 
Daisy senior pursur Japanese 12 Dec 93 1 hour 
Anita senior pursur Hong Kong 8 15 Jan, 22 2 hours / 
Jan 93 1 hour 
Carey senior pursur Hong Kong 8 April 93 1 hour 
Karen junior Hong Kong 1-2 16 Jan, 25 1 hour 
Jan 93 
Cindy junior Hong Kong 1 Sept 93 1 h o u r 
johnny junior Hong Kong 1 Nov 93 1 h o u r 
Liza junior Malaysian 1 | Feb 93 | 1 hour 
Appendix 2 
Thp st,aff Compositinn in Cathav 
Nationality ’ % of the staff 










Source Cabin Crew Newsletter, Issue No, 126 of February 12, 
1993 . 
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